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INVESTING IN AN EFFECTIVE 
FEDERAL WORKFORCE 


WEDNESDAY, SEPTEMBER 19, 2012 

U.S. Senate, 

Subcommittee on Oversight of Government 
Management, the Federal Workforce, 

AND THE District of Columbia, 

OF THE Committee on Homeland Security 
AND Governmental Affairs, 
Washington, DC. 

The Subcommittee met, pursuant to notice, at 2:37 p.m., in Room 
342, Dirksen Senate Office Building, Hon. Daniel K. Akaka, Chair- 
man of the Subcommittee, presiding. 

Present: Senators Akaka and Johnson. 

OPENING STATEMENT OF SENATOR AKAKA 

Senator Akaka. This hearing of the Subcommittee on Oversight 
of Government Management, the Federal Workforce, and the Dis- 
trict of Columbia will come to order. 

Aloha and thank you all for being here today as the Sub- 
committee examines a number of issues that are vitally important 
to our Federal workforce. We will discuss the progress that has 
been made in many agencies and the steps we must take to make 
sure the Federal Government is effective and efficient now and for 
future generations. 

The Federal Government is facing some of the most complex 
challenges in our Nation’s history and dealing with serious budget 
constraints. To do more with less, it is critical that we have a first 
class Federal workforce. The government must make the proper in- 
vestments in its employees and take the steps necessary to recruit, 
retain, and develop its talent. 

The media often focuses on what goes wrong in government, but 
today I want to take a moment to recognize the important work of 
two million civil servants who provide essential services to the 
American people. The tragic deaths of Ambassador Stevens and 
three other civil servants remind us of the sacrifices public serv- 
ants make on our behalf, unfortunately and occasionally the ulti- 
mate sacrifice, and we certainly think of them and their families 
and their honor to the country with their lives. 

Over the years, I have met and worked with so many inspiring 
men and women who work hard every day to serve this great coun- 
try. Our country is stronger, and that is thanks to their service. It 
has truly been my privilege to support them and move our govern- 
ment forward. 


( 1 ) 
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I am pleased that we have made progress in a number of areas 
that have been priorities for me and for this Subcommittee, includ- 
ing enacting and implementing the Non-Foreign Area Retirement 
Equity Assurance Act and the Telework Enhancement Act, as well 
as making important strides in reforming the Federal hiring and 
security clearance processes. We are also doing a better job match- 
ing Federal employment opportunities to the important skills of 
veterans and people with disabilities and in making sure all em- 
ployees get the training they need to help agencies meet critical 
missions. But, as you know, there is more work to be done. 

As many of you know, I will be retiring at the end of this year 
and this will be my last hearing as Chairman of this Sub- 
committee. It has been a great honor for me to serve as Chairman 
of this Subcommittee and work on issues that, although they may 
not always make headlines, are crucial to improving the lives of 
our citizens. 

Throughout my career in Congress, I have used the spirit of 
aloha to get things done. In Hawaii, the Aloha Spirit is a feeling 
that we need to bring people together and solve problems. I may 
not always have the same priorities or perspectives as my Repub- 
lican counterparts, but I always try to look for common ground, 
and we have. Recently, I have been working closely with Rep- 
resentative Issa to pass the Whistleblower Protection Enhancement 
Act (WPEA), which has been a priority for me for years, before 
Congress adjourns. 

Over the years, I have often said that I believe that the Federal 
Government, as the Nation’s largest employer, has a responsibility 
to lead by example, to be a model employer. It is my hope that the 
work of this Subcommittee has moved us toward that goal. 

I love serving in Congress and I have been so privileged to work 
closely with the witnesses here today to address the needs of our 
country and the Federal workforce, and I am so glad to be working 
today with my partner here, a Senator who has worked hard with 
me since he has been elected. Ron has been such a good partner 
in what we are trying to do here for the people of our country. 

Today, we have two panels of star witnesses, including some of 
the most dedicated, effective leaders in Federal workforce issues. I 
know each of you cares deeply about our Nation and these issues 
and I want to thank you for being here today and for the work you 
do every day to improve our government and our workforce. So I 
look forward to your testimony. 

I want to say thank you very much for these leis for all of you. 
I just want to be sure you know that a lei like this is very signifi- 
cant to a person from Hawaii. This is not any lei. It is a special 
lei because of its makeup. This is called made, the leaves, taken 
from vines, and the flowers are kukuna o ka la, which is “the rays 
of the sun” in Hawaiian. So, together, this makes it an important 
lei. Normally, they give a lei like this to the officials, and I must 
say that this is an honor to receive one like this and I thank John 
Berry for this lei and for his good wishes well and honor that they 
give me here. 

And so I would like to at this time thank our star witnesses so 
much for all the help you have given me while I am here. This has 
made a huge difference. 
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And now, I would like to call on Senator Johnson, my partner, 
for any statement he may have. 

OPENING STATEMENT OF SENATOR JOHNSON 

Senator Johnson. Well, thank you, Mr. Chairman, and aloha. 

Senator Akaka. Aloha. 

Senator Johnson. As you mentioned, today is a very memorable 
day for you because this is your last Subcommittee hearing in 
terms of when you will be Chairman, and for me, also, because it 
will be the last time I will have the privilege of serving with you 
on this Subcommittee before you retire. 

In the Aloha Spirit that you have brought to not only the Senate 
but your service here in Congress for many years, I would like to 
start this hearing by decorating you further with my own lei, out 
of affection, appreciation, and deep respect for your service to the 
country. 

Senator Akaka. Thank you so much. [Applause.] 

Senator Johnson. That color combination goes well together. 
[Laughter.] 

Senator Akaka. Yes. 

Senator Johnson. But I just want to say that when I started in 
the U.S. Senate less than 2 years ago. Senator Akaka gave me a 
warm and friendly welcome to the Homeland Security and Govern- 
mental Affairs Committee (HSGAC). His cheerful smile, encour- 
aging attitude, and genuine desire to make a difference has been 
a hallmark of his many years of service to this country. The affec- 
tion we all have for Senator Akaka is heartfelt and is well de- 
served. 

During my time here, I have always enjoyed joining Senator 
Akaka at the Senate’s Wednesday morning prayer breakfasts. 
Many of you do not know this, but Chairman Akaka started the 
tradition of singing a hymn at the beginning of every prayer break- 
fast. Everyone in attendance looks forward to hearing Senator 
Akaka’s explanation of the hymn’s history and hearing his fine 
voice lead us in singing. Your presence at the weekly prayer break- 
fast will be sorely missed. 

Senator Akaka has demonstrated his commitment to public serv- 
ice throughout his life. His entry into public service began during 
World War II, where he served in active duty in the U.S. Army. 
From there. Senator Akaka continued his service in the State of 
Hawaii’s Department of Education before first being elected to the 
U.S. House of Representatives in 1976. Today, 36 years later, it is 
clear to see the countless contributions that Senator Akaka has 
made during his many years of service. 

As one of the longest-serving Senators currently in the Senate, 
Senator Akaka has forged many friendships, including with a num- 
ber of U.S. Presidents. He served with every President since Jimmy 
Carter and has maintained friendships with many of them. Senator 
Akaka has strong ties across the aisle, from his common bond with 
President George H.W. Bush as a World War II veteran, to playing 
many rounds of golf with President Clinton, and apparently those 
things went on quite a while. 

As Chairman of the Subcommittee on Oversight of Government 
Management (OGM), the Federal Workforce, and the District of Co- 
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lumbia, it has been his goal to attract, retain, and motivate a 
skilled Federal workforce. I applaud the work Senator Akaka has 
done to ensure that Federal employees are protected from retalia- 
tion when they disclose government waste, fraud, and abuse. 

Senator Akaka has also worked hard to ensure that the Federal 
Government process retirement claims in a timely and efficient 
manner. He has advocated for the modernization of information 
technology (IT) infrastructure to achieve this goal. These are com- 
mon sense advancements that are good for the Federal workforce 
and good for the American taxpayer. 

It is Senator Akaka’s “Aloha Spirit” that has earned him the rec- 
ognition of many organizations. Time will not allow me to name 
every award he has received, but I would like to mention just a 
few. 

In 1999, he received the Adam Smith Medal of Distinction from 
the National Council on Economic Education for his work in im- 
proving our youth’s education and economic principles. 

In 2008, he received the Inspirational Leadership Award from 
the Military Order of the Purple Heart for his dedication to our Na- 
tion’s veterans. 

And in 2011, he received the Public Service Award from the Gov- 
ernment Accountability Project for his work in protecting the rights 
of whistleblowers. 

Senator Akaka, all too often, the public spotlight is on the dif- 
ferences between Members of Congress, but your record in Con- 
gress points to a different reality. Your tireless efforts to stream- 
line Federal processes and making agencies more accountable have 
found broad bipartisan support. In other words, the Aloha Spirit 
has worked. 

Senator Akaka, I know you will be missed by all of your col- 
leagues here in Congress, every staff member, and everyone who 
has had the pleasure of working with you here in Washington and 
throughout America during your dedicated years of service. In par- 
ticular, I will miss you. During our short time of service together, 
you have been most kind and gracious to me and I will always con- 
sider you my friend. 

I know you are looking forward to spending more time with your 
family, including your 15 grandchildren and 15 great-grand- 
children. I cannot think of a more fitting, satisfying, and well de- 
served retirement. So I would like to extend my appreciation and 
congratulations to you and your family and wish you all the best 
in the years ahead. Aloha. 

And I guess just in terms of mentioning family, I would like to 
point out that my wife, Jane, my sister, Lynn, and my sisters-in- 
law Kathy and Mary are here. They also are saying aloha to you, 
as well. 

So at this point, I would like to welcome our witnesses, and it 
is a star cast, I think two of our favorite witnesses. Director Berry 
and Gene Dodaro. I would like to thank you for being here. I look 
forward to hearing your testimony on how we can continue to im- 
plement and improve upon the many reforms that Chairman 
Akaka has worked so tirelessly on. So thank you. 

Senator Akaka. Thank you very much. In Hawaii, we say 
mahalo, which is thanks. It is not enough, so we added the word 
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“nui,” and “nui” in Hawaiian means big and huge. So to say 
mahalo nui is a huge thanks. But we do not think that is enough, 
so we added another word, “loa,” which is long, like Manna Loa, 
which is a long mountain. And so I want to say mahalo nui loa, 
Ron, for your friendship and your work here, as well. I certainly 
am so happy your family can be here, as well, and want to say 
aloha to you, as well. 

And thank you so much for the kind words. There is no question, 
I will miss all of this and the friendships and the work here, but 
I know you will carry it on and continue to help our country in the 
future. And so thank you so much, Ron — 

Senator Johnson. Thank you. 

Senator Akaka [continuing]. You and your staff. 

So at this time, I welcome John Berry, Director of the Office of 
Personnel Management (0PM), and Mr. Gene Dodaro, Comptroller 
General of the United States and head of the Government Account- 
ability Office (GAO). These gentlemen have been terrific in con- 
tinuing to help our country and especially the people who work in 
it. So it is always good to see both of you. I want to share my aloha 
with you and wish you well in your work in the future, as well. 
Thank you so much for being with us here today. 

As you know, it is the custom of this Subcommittee to swear in 
all witnesses, so I ask you to please stand and raise your right 
hands. 

Do you swear that the testimony you are about to give this Sub- 
committee is the truth, the whole truth, and nothing but the truth, 
so help you, God? 

Mr. Berry. I do. 

Mr. Dodaro. I do. 

Senator Akaka. Thank you very much. Let the record show that 
our witnesses answered in the affirmative. 

Before we start, I want you to know that your full written state- 
ments will be part of the record, and I would like to remind you 
to please limit your oral remarks, as you normally do anyway. 

Director Berry, will you please proceed with your testimony. 

TESTIMONY OF HON. JOHN BERRY, i DIRECTOR, U.S. OFFICE 
OF PERSONNEL MANAGEMENT 

Mr. Berry. Aloha, Chairman Akaka — 

Senator Akaka. Aloha. 

Mr. Berry [continuing]. And mahalo for inviting me and Gene to 
discuss with you the state of our Federal workforce today. I am 
particularly honored to be invited to testify today. As you have 
mentioned, this will be your last hearing. 

Mr. Chairman, I have been very fortunate to have worked with 
you since 1985, when I was a very junior staffer for Congressman 
Steny Hoyer and the two of you served on the House Appropria- 
tions Committee. During that time, I witnessed firsthand your com- 
mitment to our Federal workers and ensuring that the Federal 
Government was an employer of choice. As long as I have known 
you, you have been a champion of good management practices and 
employee rights. You have encouraged labor-management partner- 


^The prepared statement of Mr. Berry appears in the appendix on page 37. 
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ships. You have improved whistleblower protections. You have en- 
sured fair pay and benefits, promoted domestic partner benefits. 
You have increased telework in our government, pushed for hiring 
reform, enhanced the diversity of our workforce, expanded our fi- 
nancial literacy, and strengthened employee training and men- 
toring programs. 

For example, I know how hard you have worked to ensure that 
Federal workers outside of the DC area are provided with the same 
benefits and protections as those closest to this building. Your work 
with Federal executive boards across the United States has en- 
sured that we all remain mindful that the bulk of government 
work, approximately 88 percent of it, is carried on outside of the 
beltway. And Federal employees live and work in every county of 
the United States. 

I know you are particularly proud of your work on the Non-For- 
eign Area Retirement Equity Assurance Act, which simply provides 
equity in retirement benefits for Federal workers in Hawaii, Alas- 
ka, and our United States Territories. 

I was also deeply honored to work with you, Mr. Chairman, on 
an issue that I know is extremely close to your heart, the reconcili- 
ation process between the Federal Government and our Native Ha- 
waiians. Following the passage of your Native Hawaiian Apology 
Resolution, President Clinton asked me to represent our govern- 
ment in a series of formal hearings throughout the State of Hawaii, 
where more than 40 hours of public testimony were heard on every 
island. In October 2000, the Department of Justice (DOJ) and the 
Department of Interior (DOT) released our report entitled, “From 
Mauka to Makai: The River of Justice Must Flow Freely,” which 
summarized our meetings and detailed the history of Native Ha- 
waiians and the need for further reconciliation through the estab- 
lishment of a government-to-government relationship. I know that 
this report aided in the development of your bill to establish that 
relationship, and I am extremely honored to have been a partner 
with you in this effort. 

I have also enjoyed working with you on another issue that I 
know is dear to your heart, and that is ensuring that our veterans 
get the benefits that they have earned and deserve. As one of only 
three remaining World War II veterans in the Senate, and as the 
former Chairman of the Senate Veterans Affairs Committee, you 
have made the care and services provided to our veterans one of 
your top priorities. I am very proud that 0PM has been able to do 
its part by improving employment opportunities for our veterans 
and providing assistance to veterans and their families who are 
seeking information about Federal employment. 

I do not know if you remember, Mr. Chairman, but at my con- 
firmation hearing for this job, I promised you and the Members of 
this Subcommittee that we would do a better job in hiring veterans 
in our civilian agencies. In 2009, veterans comprised 24 percent of 
our total new hires in the government. In 2011, they comprised 
28.3 percent. That is the highest percentage since we have been 
keeping records on veterans’ employment. 

Mr. Chairman, in your speeches, and as Senator Johnson has 
noted, you often begin by greeting crowds, as you did here today, 
with the word “aloha,” which the audience may not know means 
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love. Your love for others has heen as constant as the North Star, 
and it has made you one of the most beloved members of our U.S. 
Senate. In an age where partisanship is the norm, you stand out 
by sharing your aloha with everyone and serving as an example to 
all of us of what we can be if we work with aloha in our hearts. 

The motto for the State of Hawaii is “Ua Mau ke Ea o ka Aina 
I ka Pono, “may the life of our land be perpetuated in righteous- 
ness.” Mr. Chairman, you are a great leader. Your righteousness 
has improved not only the State of Hawaii, but the United States 
of America. The people of Hawaii, all of our Federal workforce, and 
I personally want to say a very big thank you from the bottom of 
my heart for everything that you have done for this Nation. We 
wish you so much aloha as you begin this next chapter of your life. 
You will be sorely missed. God bless you, sir. 

Senator Akaka. Thank you so much. Mahalo nui loa for your 
statement. It is a great honor for me to receive that from you. I 
thank God for you and all those that work with you, your staff, as 
well. You make a huge difference. Thank you. 

Mr. Dodaro, will you please proceed with your statement. 

TESTIMONY OF HON. GENE L. DODAROP COMPTROLLER 
GENERAL, U.S. GOVERNMENT ACCOUNTABILITY OFFICE 

Mr. Dodaro. Thank you very much, Mr. Chairman. Good after- 
noon to you and Senator Johnson. 

Before I turn to the subject of today’s hearing, though, I would 
like to reiterate the comments I made before this Subcommittee in 
June when I was here to testify on the personnel security clearance 
area, and that is to express my and all my GAO colleagues’ deep 
appreciation for your exceptional record of public service. It has 
been a distinct privilege to work with you on a wide range of 
issues, including veterans’ issues, radiological source issues — we 
completed an important report for you recently about that — and all 
the human capital issues that are the subject of today’s hearings. 
We thank you for your dedicated service to improving government 
and we want to wish you, on behalf of all my colleagues at GAO, 
the best of health and happiness in your retirement to you and 
your family. 

Senator Akaka. Thank you. 

Mr. Dodaro. Now, turning to today’s hearing, in the area of 
human capital management, we took the extraordinary step back 
in 2001 to designate strategic human capital management as a 
high-risk area across the entire Federal Government. The reason 
we did that was because of a lack of leadership and attention to 
those issues. Since then, along with this Subcommittee’s leadership 
and your personal attention. Congress has passed a number of sig- 
nificant pieces of legislation that have begun to focus on this very 
important area, establishing Chief Human Capital Officers 
(CHCOs) in each Federal Department and agency, creating a Coun- 
cil of them to work with the Office of Management and Budget 
(0MB) and 0PM in order to make sure that these issues get atten- 
tion, granting greater workforce flexibilities in 2004, and most re- 
cently the telework legislation that passed in 2010. And all these 


^The prepared statement of Mr. Dodaro appears in the appendix on page 44. 
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pieces of legislation have provided more important tools and atten- 
tion to help agencies deal with a wide range of human capital 
issues. 

Recently 0PM also initiated a number of initiatives in the hiring 
area, the training area, workforce-life-family balance issues, and 
training programs. We have done a series of reviews at this Sub- 
committee’s request and pointed out those areas where they have 
made good progress and are on track and made some recommenda- 
tions to help make further improvements. 

Now, while great progress has been made, much more remains 
to be done and there is a lot of need for continued attention. Among 
the reasons that we have kept the human capital area on the High- 
Risk List, although we have narrowed the scope of it, is to focus 
on critical skills shortages. For example, we have pointed out such 
areas as cybersecurity, and this is particularly true with computer 
forensics and network analysis capabilities, the acquisition work- 
force, and foreign language capabilities. In all these areas there are 
existing skill gaps that need to be filled. It is very critical that this 
be done. And I am pleased that 0PM has led a working group with 
the Chief Human Capital Officers to begin to address this issue 
governmentwide and with the individual departments and agen- 
cies. 

But in addition to that, right now, of the workers who were on 
the Federal payroll at the end of September 2011, 30 percent of 
them will be eligible to retire between now and 2016. And in some 
agencies, such as the Department of Housing and Urban Develop- 
ment (HUD) and the Small Business Administration (SBA), it is 40 
percent. And also, among the Senior Executive Service (SES), or 
the career leadership, 58 percent of those individuals will be eligi- 
ble to retire between now and 2016. So this is a huge challenge 
with already existing skill gaps. This also all occurs against the 
backdrop of enormous fiscal pressures for the Federal Government 
to get its fiscal path on a more sustainable basis, and that will re- 
quire a lot of adjustments, as well. 

So attention to the strategic human capital management prac- 
tices is more important than ever. I believe we are entering a cru- 
cial period now when all these issues are going to have to be dealt 
with concurrently because they are providing a confluence of sig- 
nificant challenges to the Federal Government. And it will be really 
important for the Executive Branch to provide good leadership in 
this area, and it will be important for Congress to carry on the leg- 
acy of this Subcommittee, which is to have continued attention and 
oversight to all these matters. 

GAO will be there to do its part and to support everyone in car- 
rying out this important responsibility and make sure our govern- 
ment works effectively and efficiently for the benefit of the Amer- 
ican people. 

So thank you very much. I appreciate the opportunity to be here 
today and look forward to your questions. 

Senator Akaka. Thank you very much. Comptroller General 
Dodaro, for your testimony, and your kind words, as well. 

Mr. Dodaro, as you mentioned in your testimony, in 2001, GAO 
identified strategic human capital management as a high-risk area 
at that time. In 2011, you narrowed the focus to the need to iden- 
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tify and address critical skills gaps within the Federal workforce. 
This Subcommittee has focused on several of the most pressing 
gaps, including in foreign language skills and staffing of acquisition 
professionals and veterinarians. What strategies or steps would you 
recommend to 0PM, the Chief Human Capital Officers Council, 
agencies, and Congress to address this high-risk issue going for- 
ward? 

Mr. Dodaro. Yes. I think that is a very important question. 
What we focused on in a number of discussions that we have had, 
both with 0PM and 0MB and the agencies on all the areas in the 
high-risk area to make greater progress, is the need to do effective 
planning in this area. There is a real need to understand the root 
causes of the skill gaps — why they occurred, the size of the skill 
gap, is it pervasive across the government, targeted to individual 
agencies or a subset of agencies, and to develop common, efficient, 
effective solutions to addressing the skill gap. 

Second, there need to be effective strategies for recruitment and 
retention on key skills in this area, including the assistance that 
0PM could provide to the agencies on effective use of the hiring 
flexibilities that are in place, especially special pay rates and other 
things that are in the law so they are effectively and properly used, 
given the legal parameters of those flexibilities that are in the law. 

And third, there needs to be follow up to make sure that they 
have really solved the problem, are operating effectively, and this 
needs to be a continuous process because additional skill gaps will 
occur as the challenges change over time. And so there needs to be 
a robust process in place of continual planning, effective develop- 
ment of strategies, targeted recruiting and retention, and then 
evaluation to make sure that the issues have been properly ad- 
dressed. 

Senator Akaka. Director Berry, I would like to hear from you on 
this issue, as well. Would you please discuss the specific actions 
that 0PM is taking to assist agencies in addressing mission critical 
skill gaps, as well as how 0PM will measure progress in filling 
these gaps. 

Mr. Berry. Mr. Chairman, first of all, I want to turn to some- 
thing that you and Senator Voinovich created, and that is our Chief 
Human Capital Officers Council, which is made up of our HR pro- 
fessionals across the government. And this is a case where that 
Council has really stepped up and stepped forward, and I want to 
thank Gene, and Gene, your whole team sitting here in the front 
row, who have worked so closely with us to help us try to get this 
right. 

And another friend who is not here today is Pat Tamburrino, 
who, over at the Department of Defense (DOD), led the working 
group on the Chief Human Capital Officers Council on this issue. 
And what they did first was to identify critical areas where we 
were having these skill gaps, is the first step. Just so you and Sen- 
ator Johnson are familiar, what they ended up doing was identi- 
fying five occupations and three competencies that are strategic in 
terms of the overall Federal Government. They impact literally 
every Federal agency. They are IT or cybersecurity, as Gene men- 
tioned; HR, human resources; acquisition, something every Federal 
agency is involved with, some to a much larger scale than others; 
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program auditors, making sure that we can track and account for 
these resources for our taxpayers; and economists. 

All of these areas are areas that we regularly have a hard time 
recruiting. And they are areas that, when we look at the identifica- 
tion of where are those biggest retirement bubbles coming, some of 
those are in these areas that we just must address because they 
are governmentwide in nature. 

In addition to those core areas, there was agreement from the 
working group that we would also include science, technology, engi- 
neering, and mathematics (STEM) fields or functional areas. They 
span a number of occupations, but all taken together are critical 
to our strategic operation of our government. 

The three governmentwide competencies that we believe share 
across the Federal family are strategic thinking, problem solving, 
and data analysis. These are the tools that we are working with 
to make sure that as we recruit the next workforce, that they are 
rich in these talents and skills. 

Now, we are looking at this from sort of a cradle to grave per- 
spective. We cannot just expect that these skills are going to come 
to us. So we are going out and working with the universities and 
working through the associations at the universities to see if we 
can work with them to help make sure that the graduates they are 
putting out have these three key elements to it. They are — I be- 
lieve, Senator Johnson, with your private sector experience, you 
would probably agree — these are competencies that are critical in 
the private sector, as well. And to the extent that our universities 
can help by making sure our graduates are rich in these skills, the 
more effective our future government will be. 

Now, those are the governmentwide approaches. At the same 
time, what we have done is each of the government agencies have 
drilled down for their own unique workforce and they are to iden- 
tify what additional skill gap areas they might have in their de- 
partment that might not be governmentwide in nature. 

A good example of that, for example, is veterinarians at the De- 
partment of Agriculture. They have a very difficult time hiring a 
sufficient number. So that would be one of their additional skill 
gap areas that they would identify on their list, in addition to the 
ones identified governmentwide. 

Now that we have developed these categories, each of the Federal 
agencies has to come up with a work plan of how they are going 
to address each of these categories, both in terms of recruitment 
and retention and ongoing training. And so because each of these 
fields, especially when you think of IT and cybersecurity, we need 
to have ongoing regularized training, because, Mr. Chairman, as 
you and Senator Johnson know, the bad guys are always changing 
their game. We need to change with them. We need to always be 
at the top of our game in that sense from the Federal Government’s 
perspective. And so ongoing training is going to be a critical ele- 
ment in this. 

We will be tracking each of these elements, Mr. Chairman, re- 
porting them both to GAO and to the Subcommittee so that you 
will know sort of where exactly we stand, and those plans will 
come down with their metrics and their accountability, so we will 
be tracking those and reporting to you on a regular basis. 
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But I am extremely grateful. I think this is a classic case of bi- 
partisanship in the Congress. This is a case where we do not see 
the Government Accountability Office as a “gotcha.” We see them 
as a partner in helping us get this right. And they have really 
worked with us. We appreciate it. Jeff Zients at 0MB and I have 
worked with Gene and his team. We take this very seriously. It is 
one of the highest priorities and we are going to press it. And my 
hope is, a year from now, we may be coming off that list. But that 
is Gene’s determination. 

Senator Akaka. Well, thank you very much for your responses. 
I am so glad to hear the bells ringing in your statement now and 
the importance of partnership and of your work together with other 
departments and agencies, as well. This has been great. 

Mr. Dodaro, as you know, I worked to increase training for su- 
pervisors and employees in the Federal Government. In a study re- 
leased on Monday examining Federal employee training, GAO 
found that, often. Chief Human Capital Officers are not commu- 
nicating with other agency leaders. As a result, the agencies are 
duplicating certain training investments. What can be done to im- 
prove communication among leaders so that we are providing need- 
ed training without wasting money on duplicative training? 

Mr. Dodaro. Thank you for noting the report, Mr. Chairman. 
There are a number of recommendations that we made in that re- 
port, one of which is to make sure — and this is a role that both 
0PM can play as well as the Chief Human Capital Officers Coun- 
cil, and that is to share information across government as to what 
some of the common training requirements are and then to effi- 
ciently develop programs that could be shared and put online. 0PM 
has a Web site, and there are other tools that could be used to do 
this. Online training courses are becoming much more common and 
much more efficient. 

And there is a need for common training requirements. For ex- 
ample, in the computer security area, by law, each year, every em- 
ployee in the Federal Government is required to take training on 
computer security and to protect the information. There could eas- 
ily be a common course developed that could meet the needs across 
the Federal Government and perhaps tailored to meet each indi- 
vidual agency. 

We also pointed out in that report within departments and agen- 
cies, while there is a focus on what training should be centralized 
and what training should be decentralized, there is not enough in- 
formation overall in the department about what the total invest- 
ment is in training in the department and agency. There also is a 
need to develop better data so that those investments can be 
prioritized properly and then evaluated carefully going forward. 

And so those are the recommendations that we have made. We 
will be following up on those recommendations with 0PM and with 
the individual agencies. And I think this is really important, be- 
cause we invest a lot of money. Why not make sure, just like every- 
thing else, that we are investing it properly and we are carrying 
out these activities that are essential in the most efficient manner. 
This is terribly important, given our fiscal condition right now. 

Senator Akaka. Thank you very much for your response. 

Let me call on Senator Johnson now for his questions. 
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Senator Johnson. Thank you, Mr. Chairman. 

Mr. Berry, let us kind of go back to the recruitment on univer- 
sities. Can you talk to me specifically about activities that you en- 
gage in with the universities and colleges in terms of specific re- 
cruitment? 

Mr. Berry. Absolutely, sir. One of the biggest reforms that we 
have been able to accomplish, and again, under the leadership of 
this Subcommittee, was reforming how students could enter the 
Federal Government. It was a very confusing program. We had a 
lot of programs that had a lot of acronyms. We had the Student Ca- 
reer Experience Programs (SCEPs) and we had the Student Tem- 
porary Employment Programs (STEPs). We had some hours count- 
ed towards conversion and Eederal service, some did not. It was a 
confusing panoply that, unfortunately, many of our students were 
just — when they were going online and seeing this, they would just 
walk away. 

Both this Subcommittee and the President said, we have just got 
to do better, and so we crafted a program called Pathways where 
we created three entry programs now for students. If you are in 
school, no matter what degree program you are in school with, you 
are an intern and you are welcome to work for the Eederal Govern- 
ment while you are in school, either during your spring or Christ- 
mas break or your summer break. And your hours count towards 
conversion if you are doing a good job. So we have created that 
clean category. If you are in school, you are an intern and your 
hours count. We have taken away the acronyms. 

The second category we have made is called Recent Graduates, 
and what we were finding is — I mean, most — the principle behind 
Eederal employment is that you want to allow the public to have 
open competition to be able to apply for positions, and what we 
were finding is that students, because the bulk of their resumes 
was academic work, did not have the work history to successfully 
compete through open competition. And so in hearings around the 
country and working with universities, the National Academy of 
Public Administration, the Society of Public Administration, and a 
number of the schools counseled us that we needed to have sort of 
an entry ability for students to get into the Eederal family or they 
would not successfully be able to join and we were denying our- 
selves that talent pool. 

And so we created the Recent Graduates Program, which creates 
a 2-year window after any degree, and you have a 2-year oppor- 
tunity where a Federal agency can hire you. You are competing 
with other students and you are competing with student veterans 
who have gone back to school, but you are not competing against 
the world at large based on work experience. And that then allows 
students to join the Federal family. And again, if your hours you 
accumulate after that 2-year period, if you have done a good job, 
you can be converted into the permanent civil service. 

The third is a junior management development program called 
the Presidential Management Fellowship Program. It has been 
around for a long time. It had fallen on hard times and, quite 
frankly, it had been sort of — in previous budget cuts, the quality 
of the program had suffered. We have restored that. We have put 
back a direct interview so the quality of the candidates is lifting 
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up. It is a great program and it allows graduate-level students to 
join the Federal family and have what we call a career ladder. You 
would come in at a 7, hut if you do a good job, you can be promoted 
to a 9 and then ultimately to an 11, where you can then assume 
management responsibilities. And so it is a lead program. We have 
about 10,000 applicants across the country for it. We pick around 
anywhere between 600 and 1,000, depending on the year. And then 
that program is our third pathway. 

So those are the three pathways we have now created. The regu- 
lations are up and running. Agencies have 6 months to convert. I 
forgot to mention one thing, and that is the 2-year Recent Grad- 
uates Program, if you are a veteran and you have gone back to 
school and you are required to do a service commitment, your win- 
dow can be up to 6 years. So we are trying to make sure we are 
being very careful to protect and preserve the veterans’ preference 
program within these programs, and we are going to be following 
that very carefully in the data to make sure there is no negative 
impact. 

But I think wherever I go now — I have visited, I think — well, I 
have lost count at this point. Senator, it has been so many schools 
where I am going out personally to State institutions, community 
colleges, whether I am speaking at a graduation or speaking with 
students and speaking with veterans. I always meet with the stu- 
dent veterans on campus. We always meet with the teachers and 
the guidance counselors, and then we meet with the students as a 
way to try to build the awareness and knowledge of these pro- 
grams. 

But I think once the agencies get used to them, once the word 
gets out on the street, these are going to be very effective ways for 
us to take advantage of the talents coming out of this new genera- 
tion. When you talk cybersecurity, do not look to my generation. 
We have to look to the next generation. They are where it is hap- 
pening, and we need them. 

Senator Johnson. How many ports of entry are there to the Fed- 
eral system? In other words, how many gatekeepers? If you are a 
student looking to start a career in the Federal Government, do 
you just go to 0PM? Do different agencies have also ports for 
entry? How streamlined or how confusing is that process? 

Mr. Berry. Part of this reform is that all agencies would agree 
to post these opportunities on USAJOBS so that students can go 
to a one-stop shop and find out what opportunities are available for 
either internships. Recent Graduates Programs, or what the oppor- 
tunity for PMF is. 

Senator Johnson. That is the goal. What is happening right 
now? 

Mr. Berry. That is happening now, and agencies — well, this pro- 
gram, we just issued the final regulations in July, and departments 
are now standing up their programs. And so I do not want to say 
that every agency has theirs set up yet. We have to certify that 
they have thought through veterans’ preference and these other 
programs, and I think we have certified at least 15 agencies out of 
the 24 major ones so far. So we are making good progress. My hope 
is that by the end of the calendar year, we will have everybody, 
and then everybody will be there centralized in USAJOBS and that 
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will be the central board where students can go and be connected 
in with everything that is happening across the government. 

Senator Johnson. OK. I am out of time. Are we going to be doing 
a second round? 

Senator Akaka. Yes, we will have a second round. 

Senator Johnson. Well, I will wait for the second round, then. 
Go ahead. 

Senator Akaka. Director Berry, you discussed 0PM progress on 
eliminating the retirement claims backlog since this Subcommit- 
tee’s February hearing. I am pleased with the reforms that are un- 
derway now. However, as you know, concerns remain about the 
paper-based retirement processing model. What recent steps has 
0PM taken to address the management challenges that contrib- 
uted to past IT modernization failures? 

Mr. Berry. Yes, Mr. Chairman. First, if I could answer both 
those questions, we have been submitting monthly to you our re- 
port on how we are doing on the plan that we submitted, worked 
out with the Subcommittee. You will recall that our goal is to get 
to where every retirement can be processed within 60 days, and so 
that is our target, and we promised that we would reach that by 
next summer, and we mapped out how we would get out of the 
backlog of over 60,000 cases we had when we had the last hearing 
on this. 

I am proud to report we are now at 40,000 in terms of the back- 
log. We have come down 20,000 cases. And we have managed to 
stay ahead of schedule, even though retirements have been higher 
than we had originally projected in the plan. This last month, we 
got hit with a big infusion of Postal retirements, and our hope is 
that, without more surprises, we can continue to stay ahead on this 
plan. 

But so far, so good. We are on track to meet our commitment to 
you ahead of schedule. And so I am going to continue to drive that. 
It continues to be my highest priority and we will not take our eye 
off that ball. 

The other thing we submitted, you will remember Senator War- 
ner, who came to the last hearing on that, also asked that we 
would supply the accuracy of the forms that we were getting from 
the agencies and whether we were getting complete files or not. 
And I promised that by September, we would be reporting on that, 
and the report that you just received shows now agency by agency 
as to the inaccuracy rates among each of the agencies in terms of 
the incomplete files that we are receiving. 

My hope is that some of the agencies that do not look so good 
in that report are going to tighten their game and greatly help us, 
because that has been one of — there have been many ways we have 
been able to drive this backlog down, but that has clearly been one 
of them, having agencies give us better files to start. 

On the IT strategy, because, clearly, we cannot keep going like 
we are doing. This, as Senator Johnson — as we were explaining 
during the last hearing, we are stuck in this paper-pencil process 
because that is where we are in terms of the records we have are 
not automated in many cases. Some of the files we get have some 
automated data, but not all. And so we have this. These issues are 
going to be ongoing for a while. 
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But because there had been so many false starts — I remember I 
promised you at that hearing we would not move forward with 
wasting more money because millions of dollars had been wasted 
in previous attempts to automate this. We have been working with 
Steve VanRoekel and the IT experts over at 0MB, and Kathy 
Dillaman, who has been helping us develop this. We are developing 
an IT strategy that we will be presenting to 0MB through the 2014 
budget that, depending on our negotiations there, I hope to be able 
to look forward to presenting in terms of the President’s budget to 
you, the Congress, next spring with an IT strategy that will have 
short-term, medium-term, and long-term approaches to how we can 
ultimately be where we need to get, which is to have this be a to- 
tally electronic process. It is incredibly crazy that it is not already, 
but we have to deal with reality, and getting there, this plan will 
lay out how that is going to occur. 

Senator Akaka. Ilirector Berry, as you mentioned, my Non-For- 
eign AREA Act provided Federal workers in Hawaii, Alaska, and 
the Territories with much-needed retirement equity. I want to 
thank 0PM and especially thank you and your staff for your work 
in implementing it. The Act can sometimes interact with other laws 
in unforseen ways. Recently, Congress passed the phased retire- 
ment initiative that 0PM is in the process of implementing. How 
will phased retirement interact with the Non-Foreign AREA Act 
and what steps is 0PM taking to prepare itself and the workforce 
for these changes? 

Mr. Berry. Mr. Chairman, as you know, we are at the tail-end 
of converting from the cost of living adjustment (COLA) system to 
the retirement equity program that you put into place and our lo- 
cality increases will now be covering that system and the workers 
in both Alaska and Hawaii will now — previously. Senator Johnson, 
those workers did not have those adjustments counted towards 
their retirement and so they were sort of disadvantaged when it 
came time to calculating their retirement. The Senator put in place 
a system to provide equity across all Federal employees in that re- 
gard, and we had to convert from that system to a new one over 
a period of 3 years. 

We are now on the third year of that conversion. It is going 
smoothly and our staff — and I want to thank your staff. Senator, 
for — they have been so great to work with. It is a very complicated 
situation and we could not have gotten the word out to retirees and 
active employees had it not been for the help of your great staff, 
sir, so thank you extremely much. 

But my expectation is that phased retirement should not affect 
this system because whether you are in a phased retirement pro- 
gram or a full retirement program, the application of the locality 
adjustment should be the same. So we are in the process now of 
drafting the regulations of the law that you recently passed, thanks 
to, again, your leadership, Mr. Chairman, of phased retirement. We 
thank you, and Senator Johnson, thank you. I think it is going to 
be a great tool in our toolbox for keeping — I think Gene would 
agree with me on this. When he talks about 50 percent of our SES 
being eligible to retire, well, we all — a lot of folks want to go play 
golf, and that is fine. Obviously, that is their right. But many 
would say, golf once or twice a week would be enough. I would like 
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to work for 3 days a week still. And by giving us that phased re- 
tirement bill, we can now give that opportunity. And so we are 
going to be able to keep the skill set and some of those higher- 
trained workers longer through using phased retirement. 

We are in the process of drafting those regulations, Mr. Chair- 
man. I hope to have the first round of those regulations issued by 
the end of the year, because many workers, as you know, in Janu- 
ary make their decision as to whether to retire or not, and I would 
like to at least be able to put out there — the regulations will clearly 
not be finished, through the public comment process, et cetera, by 
that point, but they will have a good idea of how the program will 
run and they can then make their retirement decision based on 
whether they want to stay or take their option in January. 

So that is my goal, Mr. Chairman, and our expectation is that 
the adjustments should be the same regardless of whether they are 
on the phased system or the full retirement. 

Senator Akaka. Thank you very much. 

Senator Johnson, your questions. 

Senator Johnson. Thank you, Mr. Chairman. 

Let us go to the issue of hiring veterans. Obviously, I am pleased 
that the statistic has gone from 24 percent to 28.3 percent. In my 
previous life as an employer, we certainly found hiring members of 
the military, veterans, were just our best hires. I mean, the United 
States military is really one of the finest training organizations in 
the world, and, of course, people leave there with a wonderful es- 
prit de corps. What are the impediments for increasing that? I 
mean, is this kind of the high-water mark? Could we dramatically 
increase it? Is it a mismatch to job skills, lack of interest on the 
part of veterans willing to work in the Federal workforce? 

Mr. Berry. I do not think we are at the high-tide mark. I think 
a lot of it is skills translation and we have been working. We have 
a Veterans Hiring Council that we work across agencies with that 
is helping — working with DOD to translate. A good example is med 
techs. Med techs have some of the most amazing training on emer- 
gency medical procedures, et cetera, that have to be faced, and yet 
they come back and they are not certified as R.N.s or nurses be- 
cause they do not have the academic credential. 

And so what we have been working on is programs, pilot pro- 
grams, where we can hire them based on their experience and say, 
look, we will help you go to school part-time so that you can get 
the R.N. degree, get your certification, qualification, and pursue a 
career in this field if you like. You have a great start and let us 
help you go the whole way. 

And so some of these things, especially a lot of the cybersecurity 
issues and communications issues, need that kind of skill trans- 
lation that can be available. Nursing is an area where our veterans 
hospitals, we are always looking for talent. Here is a great place 
where we could grow that talent by using our veteran corps return- 
ing, from our med techs, is a good example. 

Senator Johnson. Do you — 

Mr. Berry. So you are exactly right. They are phenomenally 
trained. We spend billions of dollars in training them. We would 
be damn idiots to ignore them. And so bringing them in has been 
essential. It has improved the quality of our workforce. What is not 
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captured in that number — out of a workforce of 1.8 million full- 
time, 570,000 of them are veterans. And so it is a great contribu- 
tion. They get — both our men and women in the civil service and 
our men and women in uniform take the exact same oath, to de- 
fend and protect the Constitution. This way, what we tell our vet- 
erans is, when you take the uniform off, you can still continue your 
oath and serve. 

Senator Johnson. And again, that half-million people is outside 
the Department of Defense? That is just other agencies? 

Mr. Berry. Yes. This is across the government. 

And one last — if I could, just one more, one last statistic. Gene — 
that I am very proud of. Senator, is we have also maintained a sep- 
arate focus on hiring of disabled veterans. The disabled percentage 
numbers went from 7 percent in 2009 to 9 percent in 2011. So we 
have increased our hiring of disabled veterans over that period of 
time, too. So both numbers have gone up in terms of our veterans 
hiring. We are looking good. And that is thanks — again, to our 
partnerships with the American Legion and the Veterans of For- 
eign War (VFW) and others who have helped us get the word out, 
Vietnam Veterans, others, are working with these great people. 

Senator Johnson. Great. Mr. Dodaro. 

Mr. Dodaro. I just wanted to add that the Defense Business 
Board, which is a group of private sector individuals and the busi- 
ness community that advises the Secretary of Defense — I sit as an 
observer on the Board, they have done a study talking about how 
this area could be addressed. For example, to make sure that 
DOD’s training programs are pre-certified to help people then get 
jobs when they reenter back into the civilian world. They provide 
a lot of this training — let us take, for example, repairing aircraft — 
but a lot of them are not necessarily in sync to be certified for ac- 
tivities, which means that when they come out of the service, they 
have to spend time getting recertified. So they are trying to bring 
the DOD programs in sync to have them pre-certified, and that, I 
think, will more easily facilitate their reentry back into the civilian 
workforce. 

Senator Johnson. One thing that I have always found drives 
performance is actually having goals. Do individual agencies have 
specific goals? Does 0PM have a specific goal that is going to meas- 
ure your success in this area? 

Mr. Berry. Yes, and in fact, the President’s Executive Order 
(EO) on this has been what I think has been a very — what has 
made this program different, why we have had this wonderful over 
4 percent increase, which is unprecedented, is because we took an 
approach that treated agencies differently. Rather than sort of say- 
ing, everybody have, like, a 1 percent increase, we said, if you are 
doing a great job, we are not going to ask — ^you just need to keep 
pace. Keep doing what you are doing, and if you can do a little bet- 
ter, great. 

A good example of that is — what agency in the Federal Govern- 
ment hired the highest percentage of disabled veterans’ hiring in 
the United States Government last year was not the Department 
of Defense and it was not the Department of Veterans Affairs (VA). 
It was little old 0PM. We had the highest percentage of hiring of 
disabled veterans. So I am already in a pretty good category, and 
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so my goal is — what I have told our people — let us stay or get bet- 
ter. 

Now, there are some — I am at a 20 percent, almost 30 percent 
category of my hires, all right. So I am in that block, the 20 to 30 
percent block. There are a number of civilian agencies in the below 
10 percent block. What we have done is created a model and say, 
if you are in that block, you need to lose weight and pick up the 
pace, and your goal increase is 5 percent this year. And then in the 
mid range, you have an increase of 2 to 3 percent. And then for 
those who are already doing a great job, stay there and do better. 

And that has been — we break this out. I can get you a report 
that will show you, department by department, where they stand, 
what their percentage hiring is, what their goal for the year is, how 
they are doing, and we can report on that to you. We now follow 
it that closely, sir. 

And, quite frankly, the other thing that has really helped — I 
have to say a great thanks to the President, because when I went 
to him, I said, Mr. President, we can have meetings on this and 
I can invite people to meetings, but I am getting the C team. We 
need the A team focused on this. And the President’s response was, 
“What if we have the meeting in the Roosevelt Room and I chair 
it?” I said, that will get me the A team. And he did it, and it has 
brought that level of focus. When he brought every cabinet Sec- 
retary and Deputy Secretary into the room, it got attention, and 
that is what — so why has this happened? It has been good leader- 
ship. It has been a great strategic plan. It has been accountability 
and metrics with numbers. And I can get you — we can report on 
that for the record. 

Senator Johnson. OK. Thank you very much. 

Senator Akaka. Thank you very much. Senator Johnson. 

This has been a great hearing. Responses have been great. It is 
so good to hear what you have been doing, the progress you have 
made already, and the practices you have been in have been work- 
ing out better than before. So the future looks good, and I am glad 
to hear all of this at this time. 

I want to thank the two of you for your excellent work that you 
have been doing for our country and some of these ideas you men- 
tioned that we are doing. We need to press forward and try to carry 
them out and meet the need that is coming. As you both pointed 
out, in a few years, we will have huge retirements, and just think 
about that. I mean, who is going to come in and replace them? And 
we want, of course, the best that we can, so working with the col- 
leges and universities is a great answer to that, and again, part- 
nership with another group in the community. 

So this is great, and again, I cannot thank you folks enough for 
all you have done, you and your staff. It has been a tremendous 
effort and it has been a privilege for me to work with you. So I 
want to thank you very much at this time, you and your families, 
as well. It is good to have Senator Johnson’s family here, as well, 
and friends and supporters. So thank you again and much aloha 
to you. 

Mr. Berry. Aloha, Senator. Thank you so much. 

Mr. Dodaro. Thank you. 



19 


Senator Akaka. On our second panel this afternoon, we have Ms. 
Colleen Kelley, President of the National Treasury Employees 
Union; Mr. J. David Cox, the newly elected President of the Amer- 
ican Federation of Government Employees; Max Stier, President at 
the Partnership for Public Service; and Mr. William Bransford, who 
is representing the Government Managers Coalition. 

I want to welcome all of you hack, each of you. It is good to see 
you. As you know, it is the custom of this Subcommittee to swear 
in all witnesses, and so I ask you to please stand and raise your 
right hand. 

Do you swear that the testimony you are about to give the Sub- 
committee is the truth, the whole truth, and nothing but the truth, 
so help you, God? 

Ms. Kelley. I do. 

Mr. Cox. I do. 

Mr. Stier. I do. 

Mr. Bransford. I do. 

Senator Akaka. Thank you very much. Let the record show that 
our witness answered in the affirmative. 

Let me just remind you that, as you normally do, please limit 
your oral statements to 5 minutes, and your full statements will be 
included in the record. 

I look forward to hearing from you, Ms. Kelley. Please proceed 
with your statement. 

TESTIMONY OF COLLEEN KELLEY, i PRESIDENT, NATIONAL 
TREASURY EMPLOYEES UNION 

Ms. Kelley. Thank you very much, and aloha. Chairman Akaka. 

Senator Akaka. Aloha. 

Ms. Kelley. It is an honor and a pleasure for me to be here 
today. As the President of the National Treasury Employees Union 
(NTEU), I am very proud to represent over 150,000 Federal em- 
ployees in 31 agencies and departments. And on behalf of NTEU 
and all of our members, I am very sorry that this will be my last 
opportunity to testify in front of you, my good friend. Senator 
Akaka. Your advocacy on behalf of Federal employees, from your 
efforts to ensure fair pay and benefits to your actions to protect col- 
lective bargaining rights, will be truly missed. 

The Federal employees represented by NTEU are budget ana- 
lysts, overseeing multi-billion dollar budgets. They are physicians 
undertaking cutting-edge research to cure deadly diseases. They 
are law enforcement officers guarding our borders. And they are 
scientists safeguarding our food and our water supplies. 

We all know that our country faces serious challenges. Federal 
employees have not been exempt from those challenges or immune 
from efforts to resolve our fiscal difficulties. NTEU has been very 
pleased to work with you. Senator Akaka, during your long career 
in the House and the Senate on so many Federal workforce issues, 
including the effort to achieve retirement equity that you men- 
tioned for Federal workers in Hawaii, Alaska, and the U.S. Terri- 
tories. Your Non-Foreign Area Retirement Equity Assurance Act 


^The prepared statement of Ms. Kelley appears in the appendix on page 67. 



20 


corrected an inequity that NTEU members and many others had 
suffered for years. 

Similarly, you have long understood the Federal Government’s 
need to compete with the private sector for the best talent. You 
have worked tirelessly to improve the hiring process and to make 
sure that the Federal Government employs the full range of work- 
place flexibilities that are available to most private sector workers. 
Your Telework Enhancement Act, signed into law in 2010, was a 
major step forward. 

Another of your major achievements was the Federal Employees 
Retirement System (FERS) change, permitting employees to in- 
clude their unused sick leave when determining their length of 
Federal service for retirement. When the provision is fully phased 
in at the end of 2013, FERS employees will be treated the same 
as their counterparts in the Civil Service Retirement System 
(GSRS) system. 

Your legislation also corrected a longstanding flaw in how the 
government valued part-time service. 

Earlier this year, you held a hearing on the Office of Personnel 
Management’s processing of Federal retiree annuity payments, 
which we heard about in the prior panel. You brought much-needed 
attention to the backlogs that 0PM faced, and your hearing re- 
sulted in OPM’s plan to reduce the backlog, and improve services 
to Federal employees and retirees. 

You have also championed legislation eliminating the Open Sea- 
son for employees to enroll in the Thrift Savings Plan (TSP), pro- 
viding retirement and financial literacy programs for employees, 
and allowing Federal employees over the age of 50 to make catch- 
up contributions to their Thrift Savings Plan accounts, putting 
them on equal footing with their private sector counterparts. 

And your Whistleblower Protection Act, which passed the Senate 
earlier this year, will restore and expand protections for Federal 
employees who disclose waste, fraud, or abuse in the Federal Gov- 
ernment. 

NTEU also strongly supported your opposition to unfair changes 
to the Federal Employees Compensation Program (FECA). Your 
amendment to the Senate Postal reform legislation sought to fix a 
provision cutting benefits to workers who were injured on the job 
and those who are older or have family obligations. And NTEU also 
salutes your support of legislation to allow Federal workers with 
domestic partners to participate in employee benefit programs. 

Your career has also been marked by your leadership efforts to 
right size the Federal employee workforce compared to the con- 
tractor mix. NTEU has long maintained that Federal employees, 
given the appropriate tools and resources, do the work of the Fed- 
eral Government better and more efficiently than any private enti- 
ty. 

NTEU is also grateful for your leadership with regard to the 
Safeguarding American Agriculture Act, recognizing the mission of 
Customs and Border Protection (CBP) agriculture specialists in 
safeguarding our Nation’s food and agriculture from foreign pests 
and disease. 

Finally, I commend you for your strong support for the rights of 
Federal employees to organize and to collectively bargain. NTEU 
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believes that the best way to achieve agency missions and optimal 
work-life balance is for an organization to involve its employees, 
and you have always supported that. 

On behalf of Federal employees across the Nation, Senator 
Akaka, thank you for your dedication and your commitment to 
making sure that employees are treated fairly and have the tools 
they need to provide the services the American public expects. We 
were so pleased we had the opportunity to honor you with an 
award recognizing your leadership on behalf of Federal employees 
and retirees at our legislative conference earlier this year. It has 
been a distinct honor and privilege to work with you. Your voice 
will be missed, but your accomplishments on behalf of Federal em- 
ployees will live on. 

Thank you. Senator Akaka. 

Senator Akaka. Thank you. Thank you very much for your kind 
words. President Kelley. I certainly will miss you, as well. 

Mr. Cox, will you please proceed with your statement. 

TESTIMONY OF J. DAVID COX, SRd PRESIDENT, AMERICAN 
FEDERATION OF GOVERNMENT EMPLOYEES, AFL-CIO 

Mr. Cox. Thank you very much. Senator Akaka. It is a great joy 
and pleasure of mine for the first time that I am the AFGE Na- 
tional President to be able to testify before my favorite Chairman 
and my favorite Senator from my favorite State. But most of all, 
I am proud to represent the 670,000 Federal employees that work 
Nationwide serving this country and serving the American people. 

As we talk today about investing in Federal employees. Chair- 
man Akaka, you were the one that truly knows about investing in 
Federal employees. To get the best and the brightest, we have to 
pay a fair wage. We have to have good benefits. We have to have 
all the things that attract Federal employees to do a great job and 
to work for the Federal Government and to commit themselves to 
civil service. You have been the champion of that through the 
years, sir, and AFGE applauds you and thanks you for all of those 
things that you have done. 

You have stood firm when folks have said, cut Federal employee 
pay. Cut their retirement. Cut their benefits. And Congressman, 
you led the way when it came to standing firm for the Federal Em- 
ployee Health Benefit Plan (FEHBP). You said “no” a dozen times. 
That will not be an example or a test pilot for a voucher system 
for Medicare. And every Federal employee and retiree Nationwide 
thanks you very much for standing firm on those issues and thanks 
you for their health care that they receive on an ongoing basis. 

Mr. Chairman, you have been the best through the years. When 
I look at all the accomplishments that you have done, you have 
stood firm on the issues of sequestration. And I know that as we 
enter those days in the very near future that we will be able to 
count on you every day that you serve in the U.S. Senate. 

And I would certainly today point out to you that the Simpson- 
Bowles plan is not the only plan that is out there. Each time we 
talk about cutting Federal employee pay, cutting Federal employee 
benefits, cutting everything about them, I am sure everyone under- 
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stands you are not going to recruit these folks as long as you cut. 
All other companies, all other corporations and entities in this 
country are trying to figure out how to do better by their employ- 
ees, and Mr. Chairman, you have always been there for Federal 
workers Nationwide. 

And, when I look at the fact about the non-foreign COLA, you 
were the one that championed that. But also, when I look at the 
Thrift Savings Plan, there are many Federal Government workers 
that will say, thank you. Chairman Akaka, that you encouraged me 
to save for my retirement, and no one will ever criticize you that 
you made them save too much by getting in there and rolling auto- 
matically and moving forward with the escalator to eventually 
reach the maximum that they can contribute. 

I also have to say thank you, how you stood firm on the Trans- 
portation Security Administration (TSA), sir. You have always be- 
lieved that collective bargaining was the right way to go for Fed- 
eral employees and you have championed that cause repeatedly, 
over and over. And I am proud to report to you today that TSA is 
in the final stages of bargaining a contract that they have a dispute 
resolution process, and they will be ratifying that contract in the 
very near future, in a matter of days, sir. And it happened because 
of your leadership in the U.S. Senate and believing that the gov- 
ernment and the public’s best interest is served through collective 
bargaining. 

And not only with TSA and the whole Homeland Security, sir, 
the National Personnel Security System, MAX HR, all of those sys- 
tems were built upon the fact of, hey, national security, let us de- 
stroy collective bargaining. You stood firm and said, no, it is about 
protecting Federal employees and championing those employees 
who serve this government every day with everything that they 
have. 

And, Mr. Chairman, on a personal note, my 23 years of service 
in the VA as a registered nurse, I was proud to serve those years, 
taking care of America’s veterans, and you were always the cham- 
pion of serving America’s veterans. And I think the most applaud- 
able legislation that I have seen passed in the U.S. Senate is the 
advanced appropriations for the Department of Veterans Affairs, 
sir. And every veteran in this country and their family thanks you 
and all the Members of Congress that led that charge, sir. And I 
would say, if we want to hire more veterans, more disabled vet- 
erans, create more government jobs for those men and women that 
served this country and put that service continuing for the Federal 
Government and the American people. 

Senator Akaka, I do not know if I am going to let 0PM process 
your retirement. I may talk to Mr. Berry and say, no. How do I 
thank you for all the years of service? You are the best Chairman 
and the best Senator, and you are still from the best State, sir. And 
aloha, and I plan to come visit you often. 

Senator Akaka. Please do. 

Mr. Cox. Thank you very much. 

Senator Akaka. Thank you very much for your testimony and 
your kind words and your recollection of what we have been 
through the years. It is good for our country. And I want to con- 
gratulate you. I know you have worked hard all these years and 
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now I need to call you Mr. President of the AFGE. I wish you well 
in your work. 

Mr. Cox. Nothing gives me more pleasure than for you to say 
Mr. President, sir. Thank you very much. 

Senator Akaka. Thank you. 

And now, Mr. Stier, will you proceed with your testimony. Max. 

TESTIMONY OF MAX STIER, i PRESIDENT, PARTNERSHIP FOR 

PUBLIC SERVICE 

Mr. Stier. Thank you, Mr. Chairman. It is truly a great honor 
to he here to testify at your last hearing. When you hear what ev- 
eryone has said, it is not just what you have done, but it is how 
you have done it that is remarkable. You are truly a public service 
hero in all respects and it has been a personal pleasure to have had 
an opportunity to work with you. I am confident and am filled with 
hope that you will keep your oar in the water here and continue 
advising folks on the critical issues that you have been paying at- 
tention to up until now. 

I want to take this opportunity to offer a few thoughts, and press 
on three principles that I think are really important as we enter 
into the critical phase in government that we are in today. The 
first is that we need to continue the good work that you and this 
Subcommittee have started and that is being done right now. There 
is far too much of a tendency to move on to new initiatives and not 
to carry forth with those that have already been started. The truth 
is that the real returns will come from carrying on work that has 
already begun, and that includes the hiring reform work, where we 
have seen a 15 percent drop in the time to hire. We have a ways 
to go, but we need to press forward on the work that is already 
being done and that this Subcommittee has focused on. 

Clearly, there is a critical need to bring in a new generation of 
talent to the Federal Covernment. What we know today is that 
about 8 percent of the Federal workforce is from the millennial 
generation. In the private sector millennials represent 25 percent 
of the workforce. We also know the Federal Covernment today only 
converts 6 percent of its interns into full-time employees, while the 
private sector converts 50 percent of its interns. The government 
needs to do a lot of work to ensure that it has that next generation 
of talent in its workforce and is more in line with the private sec- 
tor. 

Clearly, the issue of telework is an important one, one that you 
have championed and that I think also presents real opportunities 
for government to be better. 

The second principle I would propose is that we need to respond 
to the budget pressures that we have today. We need to focus on 
smarter and better government rather than just less government. 
That requires at least three different things. 

First, this approach requires a strategic long-term view about 
what kind of investments we need to make rather than across-the- 
board cuts, which is the tendency in most instances. 

The second is a recognition that people are really the most im- 
portant asset in government. This is true in almost every knowl- 
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edge-based organization. The Patent and Trademark Office is a 
good example of this. Their telework program has already saved 
$20 million and it saved it through increased productivity and 
more engaged employees, which is something that we should see 
across government. 

Similarly, the VA has been an incredible investor in the training 
of talent. They have shown over the past year $200 million in re- 
turn on investment (ROD through the reduced turnover of critical 
talent, and $100 million in costs saved through their alternative 
dispute resolution mechanisms. This kind of demonstrated savings 
is absolutely critical. The ROI is very strong. We need to be able 
to make that case for these investments, because if we do not make 
those investments, we are not going to get out of government what 
we want. 

Third, and I would propose this is probably the more contentious 
proposition, and that is that we have had a great government, but 
to keep up with the world that we are operating in, we are going 
to need some changes, and that is going to involve a broader review 
of our civil service system. 

The third principle I want to press on is that we need to build 
on the good inside government. We will never get out of our gov- 
ernment what we want if all we do is tear it down. As a father of 
young children, I know that positive reinforcement works a lot bet- 
ter than the negative and we have a lot of amazing things that are 
going on in government. The Service to America Medals, which we 
just conducted last week serve as a reminder of the incredible 
things Federal employees are doing within government. 

For examples. Charles Scoville, who works at Walter Reed, has 
applied sports medicine principles to veteran rehabilitation. He has 
had 1,500 veteran amputees come through his program. There are 
over 300 that have returned to active duty, including 55 that have 
returned to Iraq because of his work. They are doing extraordinary 
things like climbing mountains, running triathlons, and doing 
Ironmen. 

A second example is Susan Angell and Mark Johnston, one from 
the VA and one from HUD, and the team that they worked with 
to end veterans’ homelessness. In the past year, they have reduced 
veterans’ homelessness by 12 percent. This is remarkable given 
that there are a lot more veterans coming back and having chal- 
lenges. As you can see, there are a lot of amazing things that are 
going on and we need to highlight those examples. We need to rec- 
ognize those people and we need to build on their success. 

So finally. Senator, I may get this wrong but mahalo nui nui loa, 
because you deserve extra big thanks for all the amazing things 
you have done. I have been at the Partnership now for 11 years 
and you have been there from the beginning. Working with you has 
been one of my greatest pleasures, so thank you. 

Senator Akaka. Thank you very much, Mr. Stier, another Presi- 
dent, and thank you for your work. 

Mr. Stier. A tiny one. 

Senator Akaka. Yes, well, thank you very much for your kind re- 
marks. 

Mr. Bransford, would you please proceed with your statement. 
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TESTIMONY OF WILLIAM L. BRANSFORD,i REPRESENTATIVE, 
GOVERNMENT MANAGERS COALITION 

Mr. Bransford. Chairman Akaka, thank you for the opportunity 
to provide the views of the Government Managers Coalition (GMC) 
on the management challenges facing the Federal workforce. I am 
representing the GMC here today, which includes the Senior Ex- 
ecutives Association (SEA), the Federal Managers Association 
(FMA), the Professional Managers Association (PMA), the FAA 
Managers Association (FAAMA), and the National Council of Social 
Security Management Associations (NCSSMA). 

Before addressing the areas of focus, I would like to take a mo- 
ment to thank you on behalf of the GMC. You have been a cham- 
pion of the Federal workforce for many years. It has been our 
pleasure to work with you and your staff. Your leadership on work- 
force issues will be missed and we wish you well in retirement. 

In an era of diminishing resources, it is essential that Federal 
managers and executives are given the tools to effectively manage 
the workforce. I would like to highlight a few of the most pressing 
issues facing Federal managers and executives. 

The first is reform of the Senior Executive Service. The GMC as 
a group has not taken a stance on SES reform. However, as you 
know, this is the signature initiative of a GMC member, the Senior 
Executives Association. SEA has several recommended areas of re- 
form which appear in legislation that you have introduced which 
is pending in both the Senate — you have introduced in the Senate 
and there is a companion bill in the House. These include prin- 
ciples to restore career leadership, create a fairer and more trans- 
parent pay-for-performance management system, provide training 
and continuing development for the SES, and create diversity with- 
in the SES. Each proposal is outlined in more detail in our written 
testimony. Making such reforms to the SES will help all agencies 
recruit, particularly help them recruit the next generation of senior 
executives, and will help all agencies retain the best senior execu- 
tives and ensure that they have the necessary leadership to suc- 
cessfully accomplish the missions of their agency. 

Another area of strong interest to the GMC is supervisory train- 
ing. Often, supervisory employees are promoted based on their 
technical skills in a certain area, not management capabilities. 
Upon reaching a supervisory position, these employees must take 
on the added responsibility of managing complex personnel sys- 
tems, conducting performance reviews, and dealing with perform- 
ance issues, such as adverse actions. Most employees do not receive 
initial or ongoing training in the areas critical to effective manage- 
ment. 

We have worked with you. Senator Akaka, to craft the Federal 
Supervisor Training Act to require that supervisors be provided ini- 
tial training within 1 year of promotion to a supervisory provision, 
with training updates every 3 years. The measure establishes com- 
petency standards to ensure the training is conducted effectively. 
Progress on supervisory training has been made, but the GMC con- 
tinues to believe that legislation is necessary to ensure that proper 
investment into training is made. 
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26 


Over the past year, the GMC has grown increasingly concerned 
about the existing retirement backlog at 0PM. Given increased use 
of early retirement authority and the potential changes to retire- 
ment benefits being considered by Congress, we expect the retire- 
ment numbers will continue to increase. 0PM has made significant 
progress in addressing the current backlog and the GMC applauds 
these efforts. However, much remains to be done. We have pro- 
posed several measures to help ease the backlog. These are out- 
lined in our written statement. 

The GMC also understands that 0PM is working under the same 
constraints as other Federal agencies, limited funding and per- 
sonnel directed at this issue. Resource investment is necessary for 
0PM to tackle the outstanding problems with the retirement proc- 
essing systems. 

Of continuing concern to the GMC is the ongoing general exclu- 
sion of management associations from agency labor-management 
forums. Regulations allow agencies to consult and communicate 
with non-labor organizations representing Federal employees. 
While the regulation does not require agencies to include manage- 
ment associations in forums, the GMC believes that such inclusion 
leads to increased effectiveness when all stakeholders are brought 
into the decisionmaking process. The GMC would like to see the 
broader inclusion of management associations in labor-manage- 
ment forums and continues to look for ways to work together to- 
ward more effective agency policies. 

In conclusion, the Federal Government is faced with increasingly 
complex problems and mandates. The Federal workforce is being 
asked to do more with less. The attention to these problems and 
the investment to address them is often uneven. The GMC would 
like to see the necessary conversation about the priorities of the 
Federal Government, what resources each agency needs to carry 
out its mission, and the tools that the Federal workforce needs to 
be effective. The GMC looks forward to continuing this conversa- 
tion with the Subcommittee. 

Thank you very much. 

Senator Akaka. Thank you very much, Mr. Bransford, for your 
testimony. 

Mr. Bransford, you state in your testimony that progress in 
training supervisors and managers has been uneven across the gov- 
ernment, and often training is the first thing to go when the budg- 
ets are cut. Will you please discuss why you believe it is important 
to have uniform training standards across the government and how 
this might be done in a cost effective manner. 

Mr. Bransford. Chairman Akaka, I think steps are already 
being taken by the Office of Personnel Management. They have 
created the HR University (HRU), where they provided some very 
significant and quality online training. And I know that through 
the CHCO Council, there are efforts being made to work with other 
agencies to share this training. 

What is lacking is an enforcement mechanism where agencies ac- 
tually require their new supervisors to take this training, where it 
is communicated to them. Also, what is lacking is any effective 
feedback from agencies, from 0PM, about how effective the train- 
ing has been. 
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I do applaud 0PM for what it has done with the HR University. 
It has created a free training mechanism. I do believe with legisla- 
tion to actually require this training, that it will continue to be 
more effective. And I think it is just very basic as we deal with per- 
formance management as a whole that supervisors learn how to do 
a performance evaluation, they learn how to deliver performance 
feedback, they learn when and how to do an adverse action when 
it is necessary, because by having this competency across the su- 
pervisory ranks throughout the Federal Government, it will make 
the Federal Government more effective, reduce Equal Employment 
Opportunity (EEO) complaints, reduce adverse actions because 
managers will actually manage more effectively. 

So I continue to believe, and I think the GMC does, that legisla- 
tion is necessary, while progress has been made. 

Senator Akaka. Thank you, and thank you very much for your 
responses. It is good to hear from the trenches as to whether some 
of these programs work well. And if we can refine it and improve 
it, well, that is great. So I am glad we are moving in that direction. 

Ms. Kelley and Mr. Cox, last year, this Subcommittee held a 
hearing on the President’s Executive Order on labor-management 
relations and the work of the National Council. As you know, I sup- 
port labor-management forums and encouraged the President to 
issue this Executive Order. I am interested to hear from each of 
you about the feedback you have received from your members on 
the establishment of forums at the agency level. Ms. Kelley. 

Ms. Kelley. In our agencies, I would say that the majority of 
employees would say that it has gotten off to a pretty slow start. 
They are aware of the Executive Order and they, along with 
NTEU, have high hopes that we will be able to breathe life into 
this and to make a real change in how we do business. But we are 
not there yet. And it is different in every agency, and it definitely 
is about the tone that is set at the top and also how long it takes 
to get through all the layers of management. Much depends on the 
size of the agency and the structure of the agency. 

I think in most agencies, the commitment to it is there, but ev- 
erybody defines it a little bit differently. We have had to do, in my 
view, more work than we should have had to on things like defin- 
ing what is pre-decisional involvement. I think the Executive Order 
is very clear in what pre-decisional involvement is, and yet we 
struggled with it at the national forum level for entirely too long 
and we are also struggling with this in a lot of our agencies. 

But I do believe that the agencies know that the Executive Order 
is there and they believe that it is to be acted on. It is not like flip- 
ping a light switch, however, we could not just flip it and go back 
to the way things were under the old Executive Order under part- 
nership, which is what some hoped would happen. I knew that 
would never happen, but in my view, it has just been a little slower 
start than I had hoped. I am determined that we are going to give 
it a kick start and breathe life into it because it will be a win for 
the agencies, a win for the employees, and a win for the taxpayers. 

Senator Akaka. Thank you very much. Mr. Cox. 

Mr. Cox. Mr. Chairman, I think we would also agree that it has 
been off to a slow start, and I had my first meeting with the na- 
tional forum this morning. What I am hearing from our folks out 
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in the trenches, that yes, they know about the Executive Order. 
Our locals are very much aware of it. I believe at agency head lev- 
els, Secretaries and those type levels, that, yes, there is a strong 
awareness of the President’s Executive Order. 

But it seems to stop at the management careerist level, with the 
SES-ers and the higher level managers, that there is not the desire 
to embrace labor-management forums or partnerships — and I actu- 
ally like the word “partnership” much better, because I do believe 
labor and management has to form a partnership, work together, 
and design and resolve problems cooperatively. When we have pro- 
tracted litigation, very bad relationships, those all prove to be an 
expense and a deterrent to morale. 

So I believe strong labor-management forums, partnerships, can 
resolve a lot of that. But we also believe that it is moving a little 
too slow. We believe that there was stronger emphasis from the ca- 
reer managers, and we believe we could get that stronger interest 
from a stronger push from the top, from the Secretaries, Deputy 
Secretaries, and agency heads. 

Senator Akaka. Thank you, Mr. Cox. 

Mr. Bransford, last year, I held a hearing to examine the Senior 
Executive Service. You mentioned that in your testimony. Wit- 
nesses testified about the need to reform pay, hiring, candidate de- 
velopment, and also mobility. As your testimony notes, I introduced 
the SES Reform Act to address issues facing our government’s sen- 
ior managers. Of the issues covered by the legislation, which do 
you believe are the most in need of reform and why? 

Mr. Bransford. Mr. Chairman, I think our feedback from the 
Federal community, particularly the pipeline into the Senior Exec- 
utive Service, is that many of the highest quality potential can- 
didates are losing interest in coming into the Senior Executive 
Service and they are losing interest because they do not view the 
increase in pay and the extra work that they have to do to be com- 
mensurate with the risk that they take in going into the Senior Ex- 
ecutive Service. There is a loss of interest in coming into the SES. 

Therefore, I think the two most significant parts of the SES Re- 
form Act are, first, to increase the stature of the Senior Executive 
Service by requiring agencies to fill certain high-level positions that 
are positions where you would expect continuity and expertise with 
career senior executives. This raises the stature. It raises the visi- 
bility. And it makes the SES, I think, as a whole — the career SES, 
as a whole, more attractive to GS-14s and 15s. 

And I also, quite frankly, think that we have to have some re- 
form to the pay system. I know that is not something people like 
to talk about at these times, but I think when Federal pay in- 
creases, annual pay increases, are eventually restored, for a fully 
successful performing senior executive to receive at least that much 
of an increase, to be assured of that, it takes away a little bit of 
the risk and the uncertainty about applying for the SES. 

And then one of the very important provisions in the SES Reform 
Act is including the performance awards as part of the high three 
calculation toward retirement. We think that is extremely impor- 
tant because that will encourage the very best GS-14s and 15s to 
apply to the Senior Executive Service, believing that they are likely 
candidates for a performance award that will count for and in- 
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crease their annuity. It will provide that extra incentive to recruit 
the next generation of government leaders. 

Senator Akaka. Thank you, Mr. Bransford. 

Mr. Stier, as you testified, the Partnership for Public Service 
supports rotational experience as part of candidate development 
and entry into the SES. Will you please discuss why you believe 
diverse work experience is important to be an effective leader and 
manager? 

Mr. Stier. Thank you, Mr. Chairman. Absolutely. I think that 
one of the great conundrums for government is that most of the 
critical problems that government has to address are horizontal 
problems, but the government itself is organized vertically. Things 
like food safety or cybersecurity all involve multiple organizations 
inside the Federal Government, multiple levels of the government, 
and multiple sectors. Yet we have a senior career executive corps 
that largely understands only the agency they have grown up in. 
Ninety- two percent come from within government, four out of five 
come from within the same agency, and only 8 percent actually 
move agencies once they become an SES member. 

I believe that the way to promote the kind of integration that we 
need in government, the kind of collaborative activity, is to have 
more people who have experienced multiple environments, multiple 
challenges, multiple levels of government, multiple sectors, and 
multiple agencies. I think the way you do that is by addressing 
some of the problems that Mr. Bransford talked about in terms of 
the pipeline, by ensuring that those folks coming into the SES have 
that broader base of experience. I think that would do more to inte- 
grate across government, get rid of duplication, and create more 
collaboration than any other single intervention. 

Senator Akaka. Thank you. 

Mr. Stier, as we have discussed, the media and some Members 
of Congress spend a lot of time pointing out what is wrong with 
the government. The Partnership plays an important role, not only 
pointing out what is right in government, but also in working with 
Congress and others to find solutions to problems that do exist. 
What resources can we use to find more examples of what is going 
right as well as best practices that could and should be emulated? 

Mr. Stier. Mr. Chairman, I would offer two thoughts on that 
score, and thank you for raising this issue. It is striking. We have 
a great architecture in the media, and even within government to 
identify things that are wrong yet we do very little in terms of 
identifying what is right that can be built on and can be spread. 

So the two thoughts I would offer would be, first, when you look 
at the Inspector Generals (IGs), they focus nearly exclusively on 
finding those things that are wrong. It is terrific to find things that 
are wrong if we can fix them, and one way you fix things is finding 
things that are right that you want others to emulate. GAO has 
started the practice of including a best practices part of their port- 
folio. If Congress actually directed IGs to do the same kind of 
thing, I think that would actually improve the effectiveness of gov- 
ernment. It would help identify things that are going well and can 
be applied elsewhere in government. 

The second area that I think we really need to focus on is inter- 
nal communications. I mentioned the Service to America Medals 
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program. Everybody who was in that room on Thursday evening of 
last week walked away just floored by the incredible things that 
the Federal workforce had done. They walked away saying, I wish 
more Americans knew these stories. I share that view, but I also 
wish that more Federal employees knew it. I do not think we focus 
as much on internal communication, inside the Federal Govern- 
ment, as we need to. 

When I talk to folks from great organizations outside the govern- 
ment, they tell me their organizations spend a lot of time making 
sure that their employees really understand what is going right in- 
side their organization. I would love to see more of that activity in 
the Federal space, as well. Thank you. 

Senator Akaka. Thank you very much for your response. 

Ms. Kelley, I am a longtime advocate of financial literacy and be- 
lieve it is important to give people the tools they need to be finan- 
cially responsible. As you know, I introduced the Save More Tomor- 
row Act, which will encourage Federal employees to add to their re- 
tirement savings by automatically increasing TSP contributions to 
receive full agency matching. Employees could also opt out at any 
time, as well. How do you believe my bill could impact your mem- 
bership’s ability to increase their retirement security? 

Ms. Kelley. I think it would be a big help to many because I 
think, too often, employees just do not think about retirement until 
they are planning it, and by then, it is a little too late. Getting into 
the habit of saving for retirement is critical. And often you think, 
well, next pay period, maybe I can afford to do it, or maybe next 
month, I can afford to do it. But with your legislation, increased 
savings would become automatic. It would let employees see what 
happens when it becomes automatic and then they could make a 
conscious decision if that just does not work for them right now. 

So I think it is really kind of a best of both worlds scenario and 
will really put saving for retirement in the forefront for them, 
something that a lot of people might not even pay attention to until 
they are 50 or 60 years old. And by then, they have missed the op- 
portunity that your legislation would create for them. 

Senator Akaka. Does anyone else have any comment to make 
about that? [No response.] 

Well, Mr. Cox, it is my understanding that AFGE and the Trans- 
portation Security Administration recently completed bargaining on 
a new contract and that it will be submitted to employees for ratifi- 
cation next month. I would like to hear your thoughts on the bar- 
gaining process with TSA and how, if ratified, the new contract will 
benefit TSA, its employees, and the public. 

Mr. Cox. You are exactly right, Mr. Chairman. The contract will 
go out for ratification the first of October. The bargaining with 
TSA, it has been a brand new experience because it has been dif- 
ferent rules than what we have bargained contracts in the past. 
But we have successfully bargained the contract. 

I think that it will improve many things. I think it provides for 
employee input into the workplace, a way to resolve workplace dis- 
putes, which there is nothing wrong with workplace disputes. We 
need a mechanism to resolve those types of issues so that people 
can go on with the work that they need to do. There are provisions 
that deal with uniforms, parking, those types of issues, which are 
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very big issues to employees. Many of the Transportation Security 
Officers (TSOs) work in very large hub airports where parking and 
those types of things are a real issue and a real concern. 

The one thing that I have valued the most from the negotiations 
is the dedication of the officers themselves and to the job that they 
do. They realize they are the front line defense of this country 
every second of every day. We have all seen what can happen in 
the past, and these men and women are so dedicated to the work 
that they do. And with bargaining a contract, there were many 
issues that they just believed that were pretty routine. I am sup- 
posed to always be available for work, to do a great job no matter 
when. And it was kind of amazing to see the dedication that these 
employees have to protecting this country 24 hours a day. 

But we are very excited about the contract, looking forward to 
completing the ratification and getting it implemented and showing 
that a unionized workforce is an absolute best workforce for pro- 
tecting this country, just like the men and women that went to the 
top of the World Trade Towers on September 11, sir. Thank you 
very much. 

Senator Akaka. Well, thank you so much for your efforts because 
that has been a problem for me, personally, too, with the TSA. And 
so I am glad we have come this far now and it looks as though it 
can work out well for TSA, as well. So thank you so much for your 
efforts. 

And I want to thank all of you for what you have been doing all 
of these years. You have made a tremendous difference, and your 
organizations, also, have made a difference in the workforce. As 
you know, on the prior panel, we talked about the number that will 
be retiring, and so we need to look at how we can bring into the 
workforce employees that can really help our government. So we 
are going to have to work on that together and look forward to you 
and all of us trying to do our best in that effort. 

So I want to thank all our witnesses today for your testimony 
and for all the work you have done with me and with this Sub- 
committee. I want to thank you and your staff as well as my staff 
and the staff for Senator Johnson and other staffs that have 
worked with us from other Members, as well, to carry on the work 
that we needed to do in these areas. 

As I stated earlier, it has been a great honor for me to serve as 
Chairman of this Subcommittee and I hope that some of the things 
we have accomplished together have helped to move our govern- 
ment and our country forward. 

I also want to encourage our witnesses, along with future Mem- 
bers of this Subcommittee, to continue to work together so that the 
Federal Government can be the employer of choice in our country. 

The hearing record will remain open for 2 weeks for Members to 
submit any additional statements or questions. 

And again, I want to wish you all well in your work. I know the 
future is exciting and we need to continue to do the best we can 
for the workers of our country because they are the ones that de- 
liver and produce what the country needs and we need to take care 
of them and get the best that we can in our country, and so we 
can continue to work on this together. 
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Again, I want to wish all of you well in all that you do. Thank 
you again. Mahalo nui nui loa. Again, God hless you folks and our 
great country and its future. 

This hearing is now adjourned. 

[Whereupon, at 4:34 p.m., the Subcommittee was adjourned.] 
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STATEMENT OF CHAIRMAN DANIEL K. AKAKA 

Investing in an Effective Federal Workforce 
Hearing 

Subcommittee on Oversight of Government Management, 
the Federal Workforce, and the District of Columbia, 

Senate Committee on Homeland Security and Governmental Affairs 

Aloha and thank you all for being here today as the Subcommittee examines a number of issues 
that are vitally important to our Federal workforce. We will discuss the progress that has been 
made on many issues and the steps we must take to make sure the Federal government is 
effective and efficient now and for future generations. 

The Federal government is facing some of the most complex challenges in our nation’s history - 
and doing it with serious budget constraints. To do more with less, it is more important than ever 
that we have a first-class workforce. The government must make the proper investments in its 
employees and take the steps necessary to recruit, retain, and develop its talent. 

The media often focuses on what goes wrong in government, but today I want to take a moment 
to recognize the important work of two million civil servants who provide essential services to 
the American people. The tragic deaths of Ambassador Stevens and three other civil servants 
remind us of the sacrifices public servants make on our behalf - unfortunately, occasionally, the 
ultimate sacrifice. 

Over the years, I have met and worked with so many inspiring men and women, who work hard 
every day to serve this country. Our country is stronger thanks to their service and it has truly 
been my privilege to support them and move our government forward. 

[ am pleased that we have made progress in a number of areas that have been priorities for me 
and for this Subcommittee, including enacting and implementing the Non-Foreign Area 
Retirement Equity Assurance Act and the Telework Enhancement Act. as well as making 
important strides in reforming the Federal hiring and security clearance processes. We are also 
doing a better job matching federal employment opportunities to the important skills of veterans 
and people with disabilities, and in making sure all employees get the training they need to help 
agencies meet critical missions. But there is more work to be done. 

As many of you know, 1 will be retiring at the end of this year and this will be my last hearing as 
Chairman of this Subcommittee. It has been a great honor for me to serve as Chairman of this 
Subcommittee, and work on issues that ~ although they may not always make headlines - arc 
crucial to improving the lives of our citizens. 


( 33 ) 



34 


Throughout my career in Congress, 1 have used the spirit of aloha to get things done. In Hawaii, 
the Aloha Spirit is the feeling that we need to bring people together and solve problems. I may 
not always have the same priorities or perspeetives as my Republican counterparts, but 1 always 
try to look for common ground. Recently, 1 have been working closely with Representative Issa 
to pass the Whistleblower Protection Enhancement Act, which has been a priority for me for 
years, before Congress adjourns. 

Over the years, I have often said that I believe that the Federal government, as the nation's 
largest employer, has a responsibility to lead by example, to be a model employer. It is my hope 
that the work of this Subcommittee has moved us toward that goal. 

I have been so privileged to work closely with the witnesses here today to address the needs of 
our country and the Federal workforce. Today we have two panels of star witnesses including 
some of the most dedicated, effective leaders on federal workforce issues. I know each of you 
cares deeply about our nation and these issues, and 1 want to thank you for being here today and 
for the work you do every day to improve our government and our workforce. I look forward to 
your testimony. 


-END- 
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Statement of Senator Ron Johnson 

“Investing in an Effective Federal Workforce” 

Subcommittee on Oversight of Government Management, 
the Federal Workforce, and the District of Columbia 
Committee on Homeland Security and Governmental Affairs 

September 19, 2012 

Mr. Chairman, thank you for holding this oversight hearing on Investing in an Effective 
Workforce. 

Today is a memorable day for Senator Akaka, and for me, because it is the last time 1 will have 
the privilege of serving with him on this Subcommittee before he retires. In the Aloha spirit that 
you have brought to your work in the Senate and to this subcommittee, I would like to start this 
hearing by presenting you this lei as a sign of my appreciation and respect for your service to 
America. 

When I started in the U.S. Senate less than two years ago. Senator Akaka gave me a warm and 
friendly welcome to the Homeland Security and Governmental Affairs Committee. His cheerful 
smile, encouraging attitude, and genuine desire to make a difference has been a hallmark of his 
many years of service. The affection we all have for Senator Akaka is heartfelt and well 
deserved. 

During my time here, 1 have always enjoyed joining Senator Akaka at the Senate's Wednesday 
morning prayer breakfasts. Many of you may not know this, but Chairman Akaka started the 
tradition of singing a hymn at the beginning of every prayer breakfast. Everyone in attendance 
always looks forward to Senator Akaka's explanation of the hymn's history, and hearing his fine 
voice lead us in singing. Your presence at the weekly prayer breakfast will be sorely missed. 

Senator Akaka has demonstrated his commitment to public service throughout his life. His entry 
into public service began during World War II. where he served in active duty in the U.S. Army. 
From there. Senator Akaka continued his .service in the State of Hawaii Department of Education 
before first being elected to the U.S. House of Representatives in 1976. Today. 36 years later, it 
is clear to see the countless contributions that Senator Akaka has made during his many years of 
service. 

As one of the longest serving senators currently in the Senate. Senator Akaka has forged many 
friendships, including with a number of U.S. Presidents. He has served with every President 
since Jimmy Carter and maintained friendships with many of them. Senator Akaka has strong 
ties across the aisle, from his common bond with President H.W. Bush as World War 11 veterans 
to playing many rounds of golf with President Clinton. 
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As Chairman of the Subcommittee on Oversight of Government Management, the Federal 
Workforce, and the District of Columbia, it has been his goal to attract, retain, and motivate a 
skilled federal workforce. 1 applaud the work Senator Akaka has done to ensure that federal 
employees are protected from retaliation when they disclose government waste, fraud, and abuse. 

Senator Akaka has also worked hard to ensure that the Federal government process retirement 
claims in a timely and efficient manner. He has advocated for the modernization of the 
information technology infrastructure to achieve this goal. These are common sense 
advancements that are good for the federal workforce, and good for the American ta.\payer. 

It is Senator Akaka’s "Aloha Spirit’" that has earned him the recognition of many organizations. 
Time will not allow me to name every award that he has received, but I would like to mention 
just a few. 

In 1999 he received the Adam Smith Medal from the National Council on Economic Education 
for his work in improving our youth’s education on economic principles. 

In 2008, he received the Inspirational Leadership Award from the Military Order of the Purple 
Heart for his dedication to our Nation’s veterans. 

And in 201 1 he received the Public Servant Award from (he Government Accountability Project 
for his work in protecting the rights of whistleblowers. 

Senator Akaka, all too often, the public spotlight is on the differences between members of 
Congress, but your record in Congress points to a different reality. Your tireless efforts to 
streamline federal processes and make agencies more accountable have always found broad 
bipartisan support. The Aloha spirit has worked. 

Senator Akaka, I know you will be missed by all of your colleagues in Congress, every staff 
member, and everyone who has had the pleasure of working with you here in Washington and 
throughout America during your dedicated years of service. In particular, I will miss you. 

During our short time of service together, you have been most kind and gracious to me, and I 
will always consider you my friend. 

I know you are looking forward to spending more time with your family, including your 1 5 
grandchildren and 15 great-grandchildren. 1 cannot think of a more fitting, satisfying, and well 
deserved retirement. I would like to extend my appreciation and congratulations to you and your 
family, and I wish you all the be.st in the years ahead. Aloha. 

I would also like to welcome our witnesses, and thank them for being here today, I look forward 
to hearing your testimony and how we can continue to implement and improve upon many of the 
reforms that Chairman Akaka has worked so tirelessly on. Thank you. 
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Chairman Akaka, Ranking Member Johnson, and Members of the Subcommittee, 

Thank you for the opportunity to be here today to discuss the state of the Federal workforce. First 
and foremost, Mr, Chairman, I want to express my admiration and appreciation for your 36 
distinguished years of service in the United States Congress. I especially want to thank you for 
your efforts throughout your career - and especially in your capacity as the Chairman of this 
Subcommittee - to be a champion for Federal employees, retirees, and their families. 

The Federal workforce has been fortunate to have such a forward thinking advocate on its side. 
Your efforts and priorities have closely aligned with those of the Administration and have led the 
way to important changes in the Federal employment experience. 

Some important efforts by this Administration, which were championed by you, include the 
following: 

• The President has issued a Presidential Memorandum improving the Federal recruitment 
and hiring process. Hiring reform has long been an issue of importance to you, and I am 
happy to say that this Administration has helped to make your vision a reality. 

• The President has signed Executive Orders improving pathways for students and recent 
graduates to gain access to Federal employment, increasing (to the highest percentage in 
twenty years) the number of veterans and those with disabilities who were hired by the 
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Federal government, and increasing overall diversity and inclusion in Federal hiring. 
Your leadership has been crucial in this effort. 

• The President has signed an Executive Order, in line with your priorities, creating the 
National Council on Federal-Labor Management Relations (the Council). The Council 
exists to advise the President on matters involving labor-management relations in the 
executive branch, support the creation of labor-management forums at the department 
and agency level, and promote partnership between labor and management in the 
executive branch. 

• The President has issued two memoranda on same-sex domestic partners benefits that 
direct agencies to extend benefits to same-sex domestic partners of Federal employees 
whenever legally possible. As a result, we have changed regulations and policies at the 
Office of Personnel Management (OPM). 

• OPM has implemented legislation passed by Congress and championed by you to 
implement telework government-wide in order to maximize flexible work arrangements, 
to aid in recruiting the next generation of Federal workers, and to allow agencies to 
maintain productivity in situations involving national security and other emergencies. 

• OPM has led the effort to provide training, benefits, and work-life balance necessary for 
Federal employees to succeed, prosper, and advance in their careers. OPM also works to 
ensure the Federal workforce and its leaders are fully accountable, fairly appraised, and 
have the tools, systems, and resources to perform at the highest levels to achieve superior 
results. 

• OPM has worked with the Department of Defense (DOD), the Office of the Director of 
National Intelligence, and the Office of Management and Budget to continue your efforts 
and reform the security clearance and investigation process to improve the efficiency and 
effectiveness of the program. These efforts have led to DOD's Personnel Security 
Clearance Program being removed from the Government Accountability Office's (GAO) 
“high-risk" list. 

• OPM has worked through and with the Chief Human Capital Officers (CHCO) Council 
to help select, develop, train, and manage a high-quality, productive workforce. The 
CHCO Council, which you helped create, improves government-wide efficiency by 
pooling advice and facilitating coordination of the activities of members’ agencies on 
such matters as the modernization of human resources systems and improving the quality 
of human resources information. OPM is also working with the CHCO Council to 
address closing critical skill gaps across the Federal government. 

• OPM has built strategic partnerships with agencies and groups representing diverse 
populations of Federal employees, such as affinity groups and the unions, and provided 
them with financial education programs focused on helping employees understand the 
importance of savings and retirement planning. Mr. Chairman, you have been a leader in 
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highlighting financial literacy among Federal employees, and 0PM has enjoyed working 
with you on these efforts. 

It has been a distinct honor and privilege to witness your leadership on all of these issues and to 
work with you and your staff to modernize the management of the Federal workforce and to 
empower Federal employees. Your legacy includes helping to make the Federal government the 
model employer for the 2 1 “ Century, and your service will be greatly missed. 

I would like to further discuss a few areas where significant progress has been made by this 
Administration to achieve the OPM’s mission to recruit, retain, and honor a world-class 
workforce to serve America. 

Hiring the Best 

Achieving a world-class workforce depends on the ability to recruit and hire the most talented 
and diverse workforce possible. The leadership of this Subcommittee has been crucial in 
supporting the modernization of the Federal hiring process, and I would like to especially thank 
you, Mr. Chairman, for your efforts to highlight the need for reform. On May 1 1, 2010. President 
Obama issued a memorandum which directed agency heads to take specific actions to improve 
recruiting and hiring in order to bring the best and brightest into the Federal civilian workforce. 
Among other things, we have eliminated requirements that applicants answer essay-style 
questions as part of their initial application for a Federal job. in favor of a streamlined approach 
of requiring resumes and cover letters. This change eliminated an unnecessary barrier in 
encouraging individuals to apply for Federal employment. 

In addition, 0PM developed a resume-based selection method to hire career appointees to 
positions in the Senior Executive Service (SES). This resume-based method streamlines the 
recruitment process and provides a more applicant-friendly experience. Agencies have reported 
to OPM that this new method has helped increase their applicant pools for executive hiring and, 
when combined with other strategic recruitment and marketing strategies, has helped agencies 
hire highly-qualified executives. 

OPM has strengthened the accountability of managers and hiring officials for the hiring process, 
by increasing their input in workforce planning, recruitment, and interviewing and by evaluating 
managers on the quality and successful transition of their hires. Agencies are also continuing to 
make progress in reducing the time to hire so that we do not lose good people who want to work 
for America. The time it takes to hire an applicant has decreased by almost 1 1 percent (10.66 
percent) government-wide, going from an average of 122 days in 2009 to 109 days today. In 
addition to reducing time to hire, agencies have improved the integrity and validity of their data. 
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I am also happy to report that the USAJOBS website is experiencing continual and increasing 
customer satisfaction'. Since the launch of USAJOBS 3.0 last October, 17.09 million 
applications have been submitted via the USAJOBS website. OPM continues to interact with 
USAJOBS applicants both through our agency’s Help Desk and social media such as Twitter, 
Facebook and YouTube. We continue to improve and enhance the USAJOBS website based on 
customer feedback and look forward to continued success. 

In further efforts to modernize the Federal hiring process, on December 27, 2010, President 
Obama signed an Executive Order outlining the Pathways Programs, which is designed to 
improve recruitment of students and recent graduates and opportunities for them to enter the 
Federal w'orkforce. The final rule implementing the Pathways Programs has been published and 
took effect on July 10. 2012. We are very excited about the future of the Pathways Programs and 
look forward to their success. 

Chairman Akaka, as a veteran yourself, you have long been a champion for expanding the 
opportunities for our men and women in uniform to be able to continue to serve their country 
after their military service ends. In November 2009, President Obama signed Executive Order 
13518 launching the Veterans Employment Initiative. The order created the Council on Veterans 
Employment to advise and assist the President in improving employment opportunities for 
veterans in the Federal government. One key action required by the order was the establishment 
of a Veterans Employment Program Office within each of the 24 agencies represented on the 
Council. The mission of each of these offices is to provide assistance to veterans and their family 
members who seek information on employment in the Federal government. Thanks to these 
efforts, in FY 1 1 veterans were 28.3 percent of total new hires in the Federal government, an 
improvement of approximately 2.7 percentage points over FY 10 and 4.3 percent over FY09 and 
the highest percentage in over 20 years. 

This Administration has also made the promotion of diversity and inclusion in the Federal 
workforce an important priority, and the early results of tho.se efforts are positive, although there 
is still more work to do. For example, 14.7 percent of all new hires in the Federal workforce in 
FYl 1 were individuals with disabilities. During the same fiscal year, the number of minorities in 
the Federal workforce increased by 2.4 percent. While we have made great strides in increasing 
the hiring of veterans and those with disabilities and increasing diversity in the Federal 
workforce, we will continue to ensure that these hiring efforts remain a government-wide focus. 

Your leadership and guidance have been critical in helping OPM overcome significant 
challenges associated with ensuring agencies have the information necessary to make decisions 


' Average Job Seeker satisfaction scores have stayed at a ‘‘70” composite approval score or above since March, and 
averaged highs of "73" and "74" composite approval scores in August and September, respectively. 
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regarding suitability and security clearance determinations for their employees. With your 
support, 0PM took over the background investigative program for the Department of Defense 
and eliminated their significant backlog. In addition to eliminating their backlog, OPM continued 
to improve the quality of background investigations while meeting demanding timeliness goals 
mandated by the Intelligence Reform and Terrorism Prevention Act of 2004. The government- 
wide positive impacts are significant. The improved background investigative timeliness 
standards resulted in billions of dollars of previously lost productivity being returned to the 
Federal government and DOD's Personnel Security Clearance Program’s removal from GAO's 
“high-risk” li.st. 

Finally, OPM recognizes the need to address critical skills gaps. OPM partners with agencies to 
address critical skill shortages through government-wide and agency-specific recruitment, 
retention and measurement strategies. OPM conducts routine data analysis to identify emerging 
skill gaps and agency progress toward meeting gap closure targets. OPM has the lead 
responsibility for meeting the Office of Management and Budget's Cross Agency Priority Goal 
to close critical skills gaps, in April of this year, OPM completed, in partnership with the CHCO 
Council, a rigorous data analysis process to identify five high-priority government-wide 
occupations for gap closure: IT, HR. Acquisition. Financial Auditors, and Economists, in 
addition to Science, Technology, Engineering and Mathematics (commonly referred to as 
‘STEM’), as a functional area. OPM is now partnering with relevant interagency councils and 
working groups to design the most effective strategies to close gaps in these occupations, with 
the goal of closing 50 percent of skills gaps by the end of FY13. 

in addition, Mr. Chairman, in line with your interest in the matter. OPM has begun an initiative 
to inventory the foreign language skills of the Federal workforce. Our goal is to ensure agencies 
can collect this information effectively, while enabling OPM to provide a coordinated response 
in the event of an emergency. 

Respect for the Workforce 

Mr. Chairman, our people are our greatest asset. To have a government that delivers the best 
services to the ta.xpayers in the most efficient way possible, we need to provide them the training, 
benefits, and work-life balance necessary to succeed, prosper, and advance in their careers. OPM 
has been able to accomplish many of our goals in respecting the workforce, with the assistance 
of the CHCO Council, which you helped create. OPM and the CHCO Council work best when 
they work closely together, and that’s what we’ve done - laid out complementary agendas, 
pursued them together, and shown that we can accomplish big things. 

1 know improving training opportunities for Federal employees has been a priority for you. With 
your encouragement, we now require all supervisors to receive training within 1 year of their 
appointment and refresher training at least every 3 years. 
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Also, as I testified in May of this year, part of the recent effort to work with human resources 
professionals has been the creation of the HR University (HRU) website, which provides an 
excellent foundation for human resources professionals to get training to help them do their jobs 
even better. 1 was happy to launch this endeavor with the full support of the CHCO Council, and 
I was particularly grateful for the specific assistance and tools we received in standing up the 
HRU website from DOD. the Department of the Treasury, the Office of the Director of National 
Intelligence, and NASA. The courses offered through HRU are a combination of classroom and 
online courses and are offered across the government. HRU's course catalog, which is approved 
by 0PM, continues to grow, and we recently added college-level courses on human resources 
management. 

HRU presents a savings to the Federal government. These savings are realized through the 
sharing of resources and economies of scale by reducing duplicative courses across the 
government, identifying the best human resources training, and by sharing the.se resources 
through HRU. Today, the cost savings figure is about $18.6 million. 

Mr. Chairman, I know mentoring has been an area of importance to you. and I would like to 
highlight a few efforts 0PM has taken in this area. 0PM is building on our successful human 
resources mentoring program by partnering with agencies to develop “HR Mentorship Clusters.” 
These clusters will join large agencies with small agencies that share common mission and 
workforce characteristics. These mentorship clusters will enable human resources professionals 
from large agencies to mentor small agency human resources professionals who often do not 
have the resources needed to obtain outside support. These clusters will serve as a “big 
brother/big sister” type of mechanism to help human resources professionals develop lifelong 
partnerships with their colleagues and provide mentorship, coaching, and best practices. Another 
important tool we are developing is a government-wide mentoring “hub,” which will afford 
Federal agencies a one-stop shop for their mentoring needs. The “hub” will be a resource to all 
Federal agencies, regardless of whether they have their own mentoring programs. It will provide 
tools, techniques, tips, and technical assistance relating to mentoring. The mentoring “hub" will 
promote a knowledge-sharing culture government-wide, ensuring that information is shared and 
retained within each agency and across the Federal government. 

Mr. Chairman, 1 want to thank you for your support for the 28 Federal Executive Boards (FEBs) 
across the nation. The FEBs respond to member agency needs by providing coordinated, quality 
programs and activities, training being one focus area. By leveraging a large number of agency 
participants, FEBs are able to offer training sessions at little or no cost. They reduce costs even 
more by local delivery, negating the need for travel and lodging. In 2011, FEBs provided training 
opportunities to 33,499 Federal employees at an estimated cost avoidance to the Federal 
government of more than $8.7 million. And in 2010 and 201 1, FEBs supported President 
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Obama’s priority to improve the Federal hiring process by hosting a total of 153 training and 
briefing sessions on hiring reform for human resources specialists and hiring managers. 

Mr. Chairman, 1 also know you have offered legislation addressing the relationship between 
management and labor. In seeking to improve this relationship, President Obama issued 
Executive Order 1 3522 to create a new era of collaboration and partnership between the Federal 
government and unions representing Federal employees. The Administration believes that a 
strong partnership between the Federal government and labor organizations in the civil service is 
in the public interest and promotes efficiency. The National Council on Federal Labor- 
Management Relations (the National Council) shares President Obama’s belief that Federal 
employees are the Federal government's greatest asset and resource for ideas that will ensure the 
delivery of high-quality and cost-effective service to the American people. We are committed to 
the President’s mission of establishing cooperative and productive labor-management relations 
throughout the Federal government. The National Council has supported the creation of agency- 
level labor-management forums, and implementation plans for all 51 participating agencies have 
been certified and approved by the National Council. To date, at least 769 forums have been 
establLshed, covering approximately 770.000 (approximately 65 percent) of the bargaining unit 
employees employed by the 5 1 agencies. 

From our surveys of agency forums, agencies have reported the following early successes during 
implementation: 

• Development of joint baseline assessments of labor-management relations and metrics; 

• Improved labor-management communication; 

• Reduction in the number of formal negotiations; 

• Reduction in the time to negotiate a collective bargaining agreement; and 

• Progress toward or resolution of issues related to matters such as - 

o Agency performance management systems; 
o Work space issues and reorganizations; and 
o Telework and other work-life programs. 

Additionally, Federal agencies offer work life programs that promote a healthy, more resilient 
employee. Some programs include: 

• Resource and referral programs for employees (and often eligible family members) 

• Child Care Subsidy Programs 

• Employee Assistance Programs 

• Health and Wellness Programs 

• Alternative Work Schedules 

• Flexible Work Schedules 
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Highli ghts 


Highlights of GAO-12'1023T, a testimony 
before the Subcommittee on Oversight of 
Government Management, the Federal 
Workfort* and the [Strict of Columbia, 
Committee on Homeland Security and 
Governmental Affairs, U.S. Senate 


Why GAO Did This Study 

GAO designated strategic human 
capital management as a government- 
wide high risk area in 2001 because of 
a long-standing lack of leadership. 

Since then, important progress has 
been made. However, the area 
remains high lisk because of a need to 
address current and emerging critical 
skills gaps that undermine agencies' 
abilities to meet their vita) missions. 

The federal government is facang 
evolving and crosscutting challenges 
that require a range of skills and 
competencies to address. Moreover, 
retirements and the potential loss of 
leadership and institutional knowledge, 
coupled with fiscal pressures, 
underscore the importance of a 
strategic and effident approach to 
acquiring and retaining individuals with 
needed critical skills. 

This testimony Is based on a large 
body of GAO woi1( from January 2001 
through September 2012 and focuses 
on the progress made by executive 
branch agencies, the CHCO Council, 
and 0PM. and the challenges that 
remain in four key areas of human 
capital management: (1) leadership; 

(2) strategic human capital planning; 

(3) talent management; and (4) resutts- 
orlented organizational culture. 


What GAO Recommends 

Over the years, GAO has made 
numerous recommendations to 
agencies and 0PM to improve their 
strategic human capital management 
effijrts. This testimony discusses 
agencies’ actions to implement key 
recommendations. 


View GAO-12-1023T. For more information, 
contact Robert N. Goidenkoff at (202) 512- 
6806 or golcfenkoffr@gao.gov or Yvonne D. 
Jones at (202) 512-68C® or jonesy@gao,gov. 


HUMAN CAPITAL MAxNAGEMENT 

Effectively Implementing Reforms and Closing 
Critical Skills Gaps Are Key to Addressing Federal 
Workforce Challenges 


What GAO Found 

Since 2001 , Congress, ttie Office of Personnel Management (OPM), and 
executive branch agencies have taken action to address the government’s 
human capital challenges. For example, in 2002, Congress passed legislation 
creating the CHCO Coundl, composed of the Chief Human Capital Officers 
(CHCO) of 24 executive agencies and chaired by the Director of OPM, In 2004, 
through the Federal Workforce Flexibiiity Act. Congress provided agencies 
greater hiring flexibilities, OPM issued guidance on hiring reforms, developed the 
Hiring Toolkit, and launched an 80-day model to speed the hiring process. 

Leadership: 

The CHCO Council advises and coordinates the activities of member agencies 
on current and emerging personnel issues. Among its recent initiatives, OPM and 
the CHCO Council established a working group in September 201 1 to identify 
and mitigate critical skills gaps. To date the group has taken important steps, 
including developing a framework and timeline for identifying and addressing 
government-wide and agency-specific skills gaps. However, the substantive work 
of addressing skills gaps remains, including defining workforce plans, 
implementing recruitment and retention strategies, and measuring the effects of 
these initiatives. 

Strategic human capital planning: 

Integrating human capital planning with broader organizational strategic planning 
is essential for ensuring that agencies have the talent and skill mix needed to 
cost-effectively execute their mission and program goals. If not carefully 
managed, anticipated retirements could cause skills gaps to develop further and 
adversely impact the ability of agencies to carry out their diverse responsibilities, 
GAO’S work has identified skills shortages in areas government-wide, such as 
cybersecurity, acquisition management, and foreign language capabilities, 

Talent management: 

Ensuring that federal agencies are able to recruit, develop, and retain personnel 
with the necessary skills is essential to closing any skills gaps and maintaining a 
workforce that will meet its vital missions. Congress, OPM, and some individual 
agencies have taken important actions, such as providing and using flexibilities, 
to improve the hiring process and making investments in training and 
development. However, much work remains. For example, GAO recently 
reported that OPM can improve its guidance and assistance to agencies in 
establishing a process for setting and prioritizing training investments. 

Resuits-oriented organizational culture: 

Leading organizations have found that to successfully transform themselves they 
must often fondamentally change their cultures to be more resuits-oriented, 
customer-focused, and collaborative. As part of that, GAO has shown that 
agencies need to create clear “lines of sight" that align organizational and 
individual performance. These lines of sight help individual staff understand the 
connection between their daily activities and agency success. 
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United States Government Accountability Office 
Washington, DC 20548 


Chairman Akaka, Ranking Member Johnson, and Members of the 
Subcommittee, 

Thank you for the opportunity to be here this afternoon to discuss the 
state of the federal workforce. My remarks today will focus on the 
progress made in modernizing federal human capita! policies and 
procedures since 2001 , the year in which we first added strategic human 
capital management to our list of high risk areas because of the long- 
standing lack of leadership on personnel matters.^ 

Mr. Chairman, today's session is a fitting venue to discuss the progress of 
civil service reforms because so many of the improvements in the federal 
government’s human capital policies and practices came about as a 
result of the bipartisan leadership and vision of this Subcommittee 
including legislation, hearings, constructive oversight, requests for our 
research, and efforts to hold agencies accountable for results. 

Congress, the Office of Personnel Management (0PM), and individual 
agencies have all made substantial progress in addressing their human 
capital challenges. For example, Congress, in 2002, created the chief 
human capital officer (CHCO) position in 24 agencies to advise and assist 
the head of the agency and other agency officials in their strategic human 
capital efforts.^ The CHCO Council — chaired by the 0PM Director— 
advises and coordinates the activities of members’ agencies, OPM, and 
the Office of Management and Budget (OMB) on such matters as 
modernizing human resources systems and improving the quality of 
human resources information. Further, in 2002 and 2004, Congress 
provided agencies — individually and across the federal government — with 
additional authorities and flexibilities to manage the federal workforce 
such as the authority to offer recruitment bonuses. More recently, 
Congress enacted the Telework Enhancement Act of 2010, which is 
intended to provide opportunities for more federal employees to telework. 

It is important that the government have a top-notch workforce. 

Addressing challenges in areas such as disaster response, homeland 


^GAO, High-Risk Series: An Update. GAO-Ol-263 (V\/ashington, D C.: Jan. 2001 ). 

^Chief Human Capital Officers Act of 2002, Title Xiil of the Homeland Security Act of 
2002, Pub, L. No. 107-296 (Nov, 25, 2002). 
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security, economic security, and many other evoiving Issues requires 
networks of actors across many organizations employing a wide range of 
expertise and skills. For federal agencies to be effective in this 
environment, they must have the capacity to work seamlessly with other 
agencies, levels of government, and across sectors. 

While the government has taken on additional roles and responsibilities in 
recent years, the size of the federal workforce has changed tittle since 
1 981 . While there have been some fluctuations, overall the number of 
federal employees has remained relatively steady at around 2 million 
people, with 2.2 million civilian, non-postal employees in 201 1 . That said, 
the federal workforce is supported by a large number of contract 
employees who also need to have the right set of skills. Although the 
exact size of the contractor workforce is difficult to measure, at some 
agencies it is significant and can far exceed the number of federal 
personnel. For example, as we pointed out in our April 2012 report, the 
National Nuclear Security Administration — a component of the 
Department of Energy responsible for ensuring the safety and security of 
the nation’s nuclear weapons stockpile— is composed of about 34.000 
contractors and 2,400 federal employees.^ 

These evolving and complex challenges are occurring while agencies 
confront an array of internal management capacity difficulties, such as 
critical skills shortages, ongoing retirements that could lead to a further 
loss of institutional knowledge, as well as fiscal pressures.^ As a result, it 
is vital that agencies operate more strategically and efficiently than ever 
before. 

The challenges confronting government demand that federal agencies 
follow high-performing organizations’ human capital management 
practices including recruiting and retaining employees able to create, 
sustain, and thrive in organizations that are flatter, results-oriented, and 
externally focused; and collaborate with other entities across levels of 
government and with the private and non-profit sectors. 


^GAO. Modernizing the Nuclear Security Enterprise: Strategies and Challenges in 
Sustaining Critical Skills in Federal and Contractor Workforces GAO- 12-468 (Washington, 
D C.; April 26, 2012). 

‘‘For more on the management capacity issues confronting agencies, see GAO-1 1 -278. 
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As requested, my remarks today will focus on executive branch agencies’ 
and OPM’s progress In addressing key aspects of strategic human capital 
management including: (1) leadership commitment; (2) strategic human 
capital planning; (3) talent management: and (4) building a results- 
oriented culture. This testimony is based on a large body of our 
completed work issued from January 2001 through September 2012, and 
also includes the preliminary results of an ongoing study that you 
requested on addressing critical skills gaps. The work on which this 
statement is based was conducted in accordance with generally accepted 
government auditing standards. Those standards require that we plan 
and perform the audit to obtain sufficient, appropriate evidence to provide 
a reasonable basis for our findings and conclusions based on our audit 
objectives. We believe that the evidence obtained provides a reasonable 
basis for our findings and conclusions based on our audit objectives. 


Sustained Leadership 
is Essential to 
Successful Human 
Capital Management 


Effective leadership is the key driver of successful human capital 
management. Simply put, the tone starts from the top. As one example, in 
September 201 1 , 0PM and the CHCO Council, as part of ongoing 
discussions between 0PM, 0MB, and us on progress needed to address 
the federal government’s human capital high risk area, established a 
working group to identify and mitigate critical skills gaps. At the request of 
this Subcommittee, we are reviewing the progress of the working group. 
Our preliminary findings show that the working group has, to date, taken 
some important steps fonward, including developing a framework and 
timeline for identifying and addressing both government-wide and 
agency-specific skills gaps. 


Importantly, the effort is receiving the commitment and support of agency 
leadership. For example, agencies’ chief human capital officers and their 
representatives were involved in forming the working group and 
participated in its deliberations. Further, the working group’s efforts were 
designated a cross-agency priority goal within the Administration's fiscal 
year 2013 federal budget,^ The working group expects to complete its 
initial efforts in March 2013. We will continue to assess the working 
group’s progress and anticipate issuing a report to you later this year. 


^GAO. Managing for Results: GAO's Work Related to the Interim Crosscutting Priority 
Goals under the GPRA Modernization Act. GAO-12-620R (Washington, D.C.: 

May 31, 2012). 
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In addition, 0PM has demonstrated leadership in its efforts to Improve the 
hiring process, Vi/ith an eye toward making it easier and faster for people 
to apply for a federal job and strengthen the ability of agencies to 
compete with the private sector for filling entry-level positions. For 
example, 0PM issued final regulations implementing the Pathways 
Programs (Pathways) which took effect on July 10, 2012.® Pathways 
created two new conduits into government service: the internship 
Program for students cuirently in high school, college, and other 
qualifying programs, and the Recent Graduates Program for individuals 
who. within the previous two years, earned an associate, bachelors, 
masters, professional or other qualifying degree or certificate. Pathways 
also modified the existing Presidential Management Fellows Program 
making It more student friendly by. among other changes, expanding the 
eligibility window for applicants. Individuals in all three programs are 
eligible for noncompetitive conversion to permanent positions after 
meeting certain requirements. If successfully implemented, initiatives 
such as the CHCO working group and Pathways could help agencies 
identify and close critical skills gaps. 

Still, work is needed in other human capital areas. For example, as we 
noted in our February 2012 testimony before this Subcommittee. 0PM 
needs to improve the paper-intensive processes and antiquated 
information systems it uses to support the retirement of civilian federal 
employees in part because of the volume of retirement processing 
expected in the coming years given projected retirement trends.^ 


Strategic Human 
Capital Planning is 
Critical to Addressing 
Workforce Challenges 


Strategic human capital planning that is integrated with broader 
organizational strategic planning is essential for ensuring that agencies 
have the talent, skill, and experience mix they need to cost-effectively 
execute their mission and program goals. Workforce planning is 
especially important now because, as shown in figure 1. agencies are 
facing a wave of potential retirements. Government-wide, around 30 


®77 Fed, Reg. 28194 (May 11. 2012). The Pathways Programs were established by the 
President under Exec Order No. 13562. Recruiting and Hiring Students and Recent 
Graduates. 75 Fed. Reg. 82585 (Dec. 27. 201 0). Under the executive order, 0PM was 
tasked with issuing implementing regulations, 

^GAO. 0PM Retirement Modernization: Progress Has Been Hindered by Longstanding 
Information Technology Management Weaknesses. GAO-12-430T (Washington, D.C.: 
Feb. 1. 2012). 
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percent of federal employees on board at the end of fiscal year 201 1 will 
become eligible to retire by 2016.® At some agencies, however, such as 
the Department of Housing and Urban Development and the Small 
Business Administration, at least 40 percent of those on board at the end 
of fiscal year 201 1 are already eligible or will become eligible to retire in 
the next five years. The government’s top leadership and management 
ranks also face potentially high levels of retirement. About 58 percent of 
senior executives and 45 percent of GS-1 5s who were on board at the 
end of fiscal year 201 1 will be eligible to retire by 2016. Likewise, certain 
occupations face the potential of large numbers of retirements. Around 46 
percent of air traffic controllers and 68 percent of administrative law 
Judges will be eligible to retire by 2016. 

Although a number of factors affect when employees actually retire, a 
2008 0PM study found that the median number of years an employee 
stays with the government after first becoming retirement-eligible is four 
years, although nearly 25 percent remain for nine years or more.® Thus, if 
not carefully monitored and managed, as experienced employees leave, 
gaps could develop In an organization's leadership and institutional 
knowledge, 


®We report on federal retirement eligibility using data from OPM's Central Personnel Data 
File (CPDF). To assess the reliability of CPDF data, we reviewed relevant 0PM 
documentation, previous GAO reports using CPDF data, and recent 0PM data quality 
assurance procedures We previously reported that government-wide data from the 
CPDF for the key variables in this report to determine retirement eligibility — retirement 
plan, service computation date, birth date, and occupation— were 98 percent or more 
accurate. Based on the results of these procedures, we believe the CPDF data used are 
sufficiently reliable for the informational purpose of this report. 

®OPM, An Analysis of Federal Employee Retirement Data: Predicting Future Retirements 
and Examining Factors Relevant to Retiring from the Federal Service (Washington, D.C.; 
March. 2008). 
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Figure 1: Agencies are Facing a Retirement Wave 
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Strategic human capital planning will also be needed to address current 
and emerging mission critical skills shortages that exist both government- 
wide across specific occupations and competencies and within particular 
agencies. Our work has shown that it is important for agencies to ensure 
that their strategic workforce planning efforts (1) involve top management, 
employees, and other stakeholders; (2) identify the critical skills and 
competencies that will be needed to achieve current and future 
programmatic results; (3) develop strategies that are tailored to address 
skills gaps; (4) build the internal capability needed to address 
administrative, training, and other requirements important to support 
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workforce planning strategies: and (5) include plans to monitor and 
evaluate the agency’s progress toward meeting its human capital goals, 

Our work has identified issues in such government-wide areas as: 

Cybersecurity: In our November 201 1 report, we found that even as 
threats to federal IT infrastructure and systems continue to grow in 
number and sophistication, federal agencies’ progress in implementing 
key workforce planning practices for cybersecurity personnel has been 
mixed.” For example, five of the eight agencies we reviewed, including 
the largest, DOD. have established cybersecurity workforce plans or other 
agency-wide activities addressing cybersecurity workforce planning. 
However, all of the agencies we reviewed faced challenges determining 
the size of their cybersecurity workforce because of variations in how 
work is defined and the lack of an occupational series specific to 
cybersecurity. We recommended, among other actions, that 0PM should 
finalize and issue guidance to agencies on how to track the use and 
effectiveness of incentives for cybersecurity and other hard-to-fiil 
positions. 0PM agreed with this recommendation and identified steps it is 
taking to address federal agencies' use of incentives. 

Acquisition Management: Agencies such as DOD and the Department of 
Homeland Security (DHS) need to address shortages of trained 
acquisition personnel to oversee and manage contracts that have 
become more expensive and increasingly complex. The lack of skilled 
employees in this area makes the government vulnerable to overcharges 
and wasteful spending of the hundreds of billions of contract dollars it 
spends for goods and services each year. In our prior work, for example, 
we found that DOD lacked critical information to ensure its acquisition 
workforce was sufficient to meet Its national security mission.''^ To 
address these issues, we recommended in 2009 that DOD, among other 
actions, identify and update, on an ongoing basis, the number and skill 


^°GAO. Human Capital: Key Principles k>r Effective Workforce Planning, GAO-04-39 
(Washington, D.C Dec 11, 2003), 

”GA0, Cybersecurity Human Capital: Initiatives Need Better Planning and Coordination, 
GAO-12-8 (Washington, D.C : Nov, 29. 201 1 ). 

’ ^GAO. Department of Defense; Additional Actions and Data Are Needed to Effectively 
Manage arid Oversee DOD's Acquisition Workforce, GAO-09-342 (Washington, D.C.; 
March 25, 2009). 


Page 7 


GAO-12-1023T 



53 


sets of the total acquisition workforce, including civilian, military, and 
contractor personnel that it needs to fulfill its mission. DOD agreed with 
our recommendation and has policies in place that call for the department 
to assess its total workforce, including its contractor component. 

However, DOD has not yet determined the appropriate mix of federal 
civilian, military, and contractor personnel. We have ongoing work to 
assess DOD’s civilian and acquisition workforce planning efforts, 

Likewise, in 2008. we recommended DHS take several actions to better 
manage its acquisition workforce challenges, such as establishing a 
coordinated planning process across DHS component agencies and 
improving workforce data.’^ DHS generally agreed with our 
recommendations and has taken steps to more effectively manage and 
strategically plan for Its acquisition workforce, including establishing a 
strategic human capital planning initiative to improve coordination 
between the Chief Procurement Officer. DHS components, the Chief 
Human Capital Officer, and other stakeholders to develop a Fiscal Year 
2013 Acquisition Workforce Strategic Human Capital Plan. DHS has 
begun collecting and tracking data on the department's acquisition 
workforce but not yet on the department's use of contractors for 
acquisition support. 

Foreign Language Capabilities: As we noted in our July 2010 testimony 
before this Subcommittee, DHS, DOD, and the Department of State 
(State) could better assess their foreign language needs and capabilities 
and address shortfalls.’* In particular, we said that foreign language skills 
are an increasingly key element to the success of diplomatic efforts; 
military, counterterrorism, law enforcement, and intelligence missions; as 
well as to access to federal programs and services for limited English 
populations. We found that the agencies we reviewed could improve their 
human capital planning efforts. For example, State's efforts to meet its 
foreign language requirements have yielded some results, but it has not 
closed persistent gaps In foreign-language proficient staff in part because 
it was not using a strategic approach. We recommended that State 


’^GAO. Department of Homeland Security: A Strategic Approach Is Needed to Better 
Ensure the Acquisition Workforce Can Meet Mission Needs, GAO-09'30 (Washington, 
D.C.;Nov. 19. 2008). 

’*GAO. Foreign Language Capabilities: Departments of Homeland Security, Defense, and 
State Could Better Assess Their Foreign Language Needs and Capabiiities and Address 
Shortfalls, GAO-10-715T {Washington. D.C.; July 29. 2010) 
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develop a comprehensive strategic plan with measurable goals, 
objectives, milestones, and feedback mechanics that links ail of State’s 
efforts to meet its foreign language requirements. State generally agreed 
with our recommendations and in response, in March 201 1 , it published a 
strategic plan for foreign language capabilities that links its language 
incentive program to its efforts to enhance its recruitment program and 
expand training, among other activities. 

Our prior work has also identified human capital planning issues at 
individual agencies. For example, the Federal Emergency Management 
Agency (FEMA) continues to face historical workforce planning and 
training challenges that need to be addressed. In our April 2012, 
assessment which we prepared for this Subcommittee and other 
requesters, we reported that FEMA is in the early stages of integrating its 
workforce planning and training efforts with initiatives underway by other 
FEMA program offices.’® These efforts could help FEMA ensure that it 
has a workforce of the proper size and skills to meet its mission. 

However, we also noted that FEMA's workforce planning and training 
efforts could benefit from quantifiable performance measures, such as 
metrics to gauge the agency's progress building a comprehensive 
leadership development program and integrating it with agency 
succession planning. FEMA's parent agency. DHS, concurred with our 
recommendations and is taking steps to implement them,’® For example, 
FEMA's Strategic Human Capital Plan for fiscal years 2012 through 2016 
will have milestones and metrics for addressing key workforce planning 
efforts. 

in another example, in our July 201 2 report, we found that the 
Department of the Interior continues to face workforce planning 
challenges following a reorganization effort to improve its oversight of oil 
and gas activities in the wake of the April 2010 oil spii! in the Gulf of 
Mexico. In particular, we found that Interior has not developed a strategic 
workforce plan that outlines specific strategies to help it address the 
recruitment, retention, and training challenges it is facing, particularly for 


’®GAO. Federal Emergency Management Agency: Workforce Planning and Training 
Could Be Enhanced by Incorporating Strategic Management Principles. GAO-1 2-487 
(Washington, D.C.; April 26, 2012). 

’'GAO.12.487. 
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engineers and inspectors.’^ Interior has also not specifically determined 
when it will develop such a plan. To address this, we recommended that 
the relevant components of Interior develop a strategic workforce plan 
that, among other actions, determines the critical skills and competencies 
that will be needed to achieve current and future programmatic results 
and to develop strategies to address critical skills gaps. Interior agreed 
with this recommendation. 


Talent Management 
Remains a Federal 
Workforce Challenge 


Progress in talent management has been made on a number of fronts. 
However, our work had Identified additional actions federal agencies can 
take to recruit, develop, and retain personnel with the skills essential to 
maintaining a workforce that will help agencies meet their vital missions. 


Hiring Reforms More than a decade ago, it was widely recognized that the federal hiring 

process was lengthy and cumbersome and hampered agencies’ ability to 
hire the people they needed to achieve their goals and missions. The 
processes of that time failed to meet the needs of managers in filling 
positions with the right talent and also failed to meet the needs of 
applicants for a timely, efficient, transparent, and merit-based process. 
The processes were also hampered by narrow federal classification 
standards for defining federal occupations, the quality of certain applicant 
assessment tools, and time-consuming processes to evaluate applicants. 

Both Congress and 0PM have taken a series of important actions over 
the years to improve recruiting and hiring in the federal sector. For 
example, in 2004 Congress provided agencies with hiring flexibilities that 
(1) permit agencies to appoint individuals to positions through a 
streamlined hiring process where there is a severe shortage of qualified 
candidates or a critical hiring need, and (2) allow agency managers more 
latitude in selecting among qualified candidates through category rating, 
an alternative to the traditional numerical rating procedure which limited 
selection to the top three ranked candidates, in addition, Congress 
provided agencies with enhanced authority to pay recruitment bonuses 


’^GAO. Oil and Gas Managemenl: Interiors Reorganization Complete, but Challenges 
Remain in Implementing New Requirements, GAO-1 2-423 (Washington, D.C.: July 30, 
2012 ). 
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and with the authority to credit relevant private sector experience when 
computing annual leave amounts.’® 

in 2005, and again in 2008, 0PM issued guidance on the use of hiring 
authorities and flexibilities, in 2006 developed the Hiring Toolkit to assist 
agency officials in determining the appropriate hiring flexibilities to use 
given their specific situations, and in 2008 launched an 80-day hiring 
model to help speed up the hiring process. Also In 2008, 0PM 
established standardized vacancy announcement templates for common 
occupations, such as contract specialist and accounting technician 
positions, in which agencies can insert summary information concerning 
their specific jobs prior to posting for public announcement. As mentioned 
earlier, in 2010, 0PM launched the Pathways program in order to make it 
easier to recruit and hire students and recent graduates. 

Individual agencies have also taken actions to meet their specific needs 
for acquiring the necessary talent. For example, we have reported that 
the National Aeronautics and Space Administration has used a 
combination of techniques to recruit workers with critical skills, including 
targeted recruitment activities, educational outreach programs, improved 
compensation and benefits packages, professional development 
programs, and streamlined hiring authorities.’® Despite these efforts, 
many challenges remain with federal recruiting and hiring, as noted 
earlier in discussing critical skills gaps. 


Training and Development Effective training and development programs are an integral part of a 

learning environment that can enhance the federal government’s ability to 
attract and retain employees with the skills and competencies needed to 
achieve results.^® Agency training and development programs should be 
part of an overall management strategy and include processes to assess 
and ensure the training's effectiveness. Our recent work has also 
underscored the value of collaborative training. 


’^Federal Workforce Flexibility Act of 2004, Pub. L. No. 108-411 (Oct. 30, 2004), 

’^GAO. NASA: Progress Made on Strategic Human Capital Management, but Future 
Program Challenges Remain, GAO-07-1004 (Washington, D.C,: Aug. 8, 2007). 

^°GAO. Human Capital: Selected Agencies ' Experiences and Lessons Learned in 
Designing Training and Development Programs. GAO-04-291 (Washington, D.C,: Jan, 30. 
2004). 
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For example, in our 2010 overview of 225 professional development 
activities Intended to improve interagency collaboration at nine key 
national security agencies (including DOD, State, and DHS), we noted 
that because no single federal agency has the ability to address these 
threats alone, agencies must work together in a who!e-of-govemment 
approach to protect our nation and its interests. We found that 
interagency training and other professional development activities build 
foundational knowledge, skills, and networks that are intended to improve 
collaboration across agencies.^’ For example, in fiscal year 2009, the 
military services or combatant commands led an estimated 84 joint- 
military exercise programs that addressed a range of national security 
matters and sought to improve the ability of participants to work across 
agency lines by encouraging interagency participation. In addition, DHS 
offers an introductory online course which is available to personnel across 
federal, state, and local government and provides an overview of the 
roles and responsibilities of various agencies and how they are supposed 
to work together in different emergency situations. 

Some agencies also use interagency rotations as a type of professional 
development activity that can help improve collaboration across agencies. 
For example. Army’s Interagency Fellowship Program is a 10- to 12- 
month rotation that places Army officers in intermediate-level positions at 
other federal agencies and allows them to learn the culture of the host 
agency, hone collaborative skills such as communication and teamwork, 
and establish networks with their civilian counterparts. In a 2012 report, 
we identified key policies and practices that help such interagency 
personnel rotation programs achieve collaboration-related results. These 
policies and practices Include, for example, the importance of creating 
shared goals, establishing incentives, and undertaking careful 
preparation. 

Elsewhere, improvements are needed. Our work at State found that while 
the department has taken many steps to incorporate the interrelated 
elements of an effective training program, State's strategic approach to its 


2^GA0. National Security: An Overview of Professional Development Activities Intended to 
Improve Interagency Collaboration. GAO-11 -108 (Washington, D.C.: Nov. 15, 2010). 

22gAO. Interagency Collaboration: State and Army Personnel Rotation Programs Can 
Build on Positive Results with Additional Preparation and Evaluation. GAO- 1 2-386 
(Washington. D.C.; March 9, 2012). 
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workforce training still has several key weaknesses. For example, State 
lacks a systematic, comprehensive training needs assessment process, 
incorporating all bureaus and overseas posts. State also lacks forma! 
guidance for curriculum design and for data collection and analysis, and 
thus cannot be assured that proper practices and procedures are 
systematically and comprehensively applied. Moreover, the performance 
measures for training generally do not fully address training goals, and 
are generally output- rather than outcome-oriented. We made several 
recommendations for State to improve strategic planning and evaluation 
of its efforts to train personnel, Including improvements to State’s efforts 
to assess training needs. State generally agreed with our 
recommendations and noted that it would look for ways to enhance its 
ability to assess the effectiveness of training and development efforts 
across employee groups and locations. State has not yet provided us with 
evidence that it has taken action to implement the report's 
recommendations. 

More broadly, given current budget constraints, it is essential that 
agencies identify the appropriate level of investment and establish 
priorities for employee training and development, so that the most 
important training needs are addressed first. Our report to you issued 
earlier this week compared agencies’ training investment practices and 
0PM guidance against leading federal training investment practices 
identified from our past work and expert studies.^** These practices 
included prioritizing investment funding: identifying the most appropriate 
mix of centralized and decentralized approaches for training and 
development programs; and tracking the cost and delivery of training and 
development programs agency-wide. 

in our review, we obtained information from 27 CHCOs on their agencies’ 
training investment practices. Many CHCOs reported that they are 
implementing several leading practices important to making strategic 
decisions about training delivery such as, determining the best mix of 
decentralized and centralized training. Some CHCOs expressed the view 


^^GAO. Department of State: Acklitionat Steps Are Needed to Improve Strategic Planning 
and Evaluation of Training for State Personnel. GA0-ll'2'ai (Washington, D.C.: Jan. 25, 
2011). 

^‘*GAO. Federal Training Investments: 0PM and Agencies Can Do More to Ensure Cost- 
Effective Decisions, GAO-12-878 (Washington, D.C.: Sept. 17, 2012). 
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that their components or sub-agencies are more knowledgeable about 
their mission-specific training needs, while the central human capital staff 
can add the most value by managing investment decisions for more 
general training across the department. However, many CHCOs reported 
that they do not set a level of investment agency-wide, do not prioritize 
training agency-wide, and do not have information from component or 
sub-agency leaders regarding their level of investments and priorities. 
Consequently, agencies reported that they are duplicating Internal training 
investments and missing opportunities to leverage economies of scale 
across their agencies. Officials from all four agencies we interviewed {the 
Departments of Energy, the Interior, DHS. and Veterans Affairs) to obtain 
additional perspective beyond our survey of 27 CHCOs reported that they 
were unaware of the total amount their agencies invest in federal training 
and cannot provide reliable training data to 0PM, which requests these 
data to address its government-wide training responsibilities. 

We found that agencies independently purchase or develop training for 
the same mandated or common occupational training. Several agencies 
and OPM officials reported that a website administered by 0PM to 
provide training for the HR community could be expanded to provide 
mandatory or other common training for federal occupations, which, OPM 
reported, could save millions and help standardize training. We 
recommended, among other things, that OPM improve guidance and 
assistance to agencies in establishing a process for setting and 
prioritizing training investments; improve the reliability of agency training 
investment information; and identify the best existing courses that fulfill 
government-wide training requirements and offer them to all agencies 
through their existing online training platform or another appropriate 
platform. OPM generally agreed with most of our recommendations.^® 


Workforce Flexibilities in broad terms, human capital flexibilities represent the policies and 
practices an agency has the authority to implement in managing its 
workforce to accomplish its mission and achieve its goals. The tailored 
use of such flexibilities helps agencies recruit, develop and retain people 
with the knowledge, skills, and abilities that agencies need to accomplish 
their critical missions and compete with the private sector for top talent. 
Human capital flexibilities include monetary incentives such as 


2®GA0-12-878. 
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recruitment, relocation, and retention bonuses; special hiring authorities 
such as veteran-related hiring authorities; incentive awards such as 
performance-based cash and time-off awards; and work-life policies and 
programs such as flexible work schedules, telework, and child care 
centers and assistance. 

Our 2010 report on the use of recruitment, relocation, and retention 
incentives found that these flexibilities were widely used by agencies, and 
that retention Incentives accounted for the majority of these incentive 
costs. Our review of the steps 0PM has taken to help ensure that 
agencies have effective oversight of their incentive programs found that 
while 0PM provided oversight of such incentives through various 
mechanisms, including guidance and periodic evaluations and 
accountability reviews, there are opportunities for improvement.^® We 
recommended that 0PM require agencies to incorporate succession 
planning efforts into the decision process for awarding retention 
incentives. 0PM agreed with our recommendation and stated that it will 
develop future guidance on the importance of considering succession 
planning in the decision process for awarding retention incentives. In 
January 201 1 . OPM issued proposed regulations to add succession 
planning to the list of factors an agency may consider before approving a 
retention incentive for an employee who would be likely to leave the 
federal service in the absence of the incentive. OPM has stated that 
specifically listing this factor in the regulations will strengthen the 
relationship between succession planning and retention incentives. OPM 
expects to issue the final regulations before the end of 2012. 

To assist and guide agencies in developing and administering their 
work/life programs. OPM has established working groups, sponsored 
training for agency officials, promulgated regulations implementing 
work/life programs, and provided guidance. In our December 2010 report 
on agencies’ satisfaction with OPM’s assistance, we found that most 
agency officials were satisfied with OPM’s help, guidance, and 
information sharing.^^ At the same time, we determined that OPM is 


^®GAO. Human Capital: Continued Opportunities Exist for FDA and OPM to Improve 
Oversight of Recruitment Relocation, and Retention Incentives. GAO- 10-226 
(Washington, D C.: Jan. 22, 2010). 

^^GAO. Federal Work/iife Programs: Agencies Generally Satisfied with OPM Assistance, 
but More Tracking and Information Sharing Needed, GAO-11-13? (Washington, D.C.: 
Dec- 16. 2010). 
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potentially nfiissing opportunities to provide federal agencies with 
additional information that may help them develop and implement 
work/life programs. As such, we recommended that 0PM more 
systematically track data already being collected by individual federal 
agencies on their work/life programs such as program usage, and share 
this Information with federal agencies. 0PM agreed with our 
recommendations and said It is exploring the use of a Web-based tool 
that would provide an ability to collect data from agencies and present It 
in a more meaningful and systematic manner. According to 0PM, the 
goal would be to allow users to note the connection between work/iife 
programs being offered and related outcomes/results, encouraging 
agencies to engage in similar efforts. 


Results-Oriented 

Cultures 


Leading organizations have found that to successfully transform 
themselves they must often fundamentally change their cultures so that 
they are more results-oriented, customer-focused, and collaborative in 
nature. An effective performance management system is critical to 
achieving this cultural transformation. We have found that having a 
performance management system that creates a “line of sight" showing 
how unit and individual performance can contribute to overall 
organizational goals helps individuals understand the connection between 
their daily activities and the organization’s success. The federal 
government's senior executives need to lead the way in transforming their 
agencies' cultures.^* The performance-based pay system for members of 
the Senior Executive Service (SES), which seeks to provide a clear and 
direct linkage between individual performance and organizational results 
as well as pay, is an important step in government-wide transformation. 
The importance of explicitly linking senior executive expectations to 
results-oriented organizational goals is consistent with findings from our 
past work on performance management,*® 

In January 2012, OPM and 0MB released a government-wide SES 
performance appraisal system that provides agencies with a standard 
framework to managing the performance of SES members. While striving 


*®GAO, Human Capital: Sustained Attention to Strategic Human Capital Management 
Needed. GAO-09-632T (Washington, D.C.: Aprii 22, 2009) 

^®GAO, Human Capital: Senior Executive Performance Management Can Be Significantly 
Strengthened to Achieve Results. GAO-04-614 (Washington, D.C.: May 26. 2004). 
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to provide greater clarity and equity in the development of performance 
standards and link to compensation, among other things, the Directors of 
0PM and 0MB stated that the new system will also provide agencies with 
the necessary flexibility and capability to customize the system in order to 
meet their needs. Effective implementation of this new system will be 
important because, as we reported in 2008, 0PM had found that some 
executive performance plans in use at that time did not fully identify the 
executives’ performance measures.^ 

Leading organizations also develop and maintain inclusive and diverse 
workforces that reflect all segments of society. Such organizations 
typically foster a work environment in which people are enabled and 
motivated to contribute to continuous learning and improvement as well 
as mission accomplishment and provide both accountability and fairness 
for all employees. As with any organizational change effort, having a 
diverse top leadership corps is an organizational strength that can bring a 
wider variety of perspectives and approaches to bear on policy 
development and implementation, strategic planning, problem solving, 
and decision making. In November 2008, we reported on the diversity of 
the SES and the SES developmental pool, from which most SES 
candidates are selected, noting that the representation of women and 
minorities in the SES increased government-wide from October 2000 
through September 2007, but increases did not occur in ail major 
executive branch agencies. 

In November 201 1 , 0PM reinforced the importance of promoting the 
federal workplace as a model of equality, diversity, and inclusion through 
the issuance of the Government-Wide Diversity and Inclusion Strategic 
Plan. Organized around three strategic goals — workforce diversity, 
workplace inclusion, and sustainability — the plan provides a shared 
direction, encourages commitment, and creates alignment so that 


^GAO, Results-Orienied Management: Opportunities Exist for Refining the Oversight and 
Implementation of the Senior Executive Performance-Based Pay System. GAO-09-82 
(Washington. D.C.; Nov. 21. 2008). 

^^GAO-09-632T. 

^^GAO, Human Capital: Diversity in the Federal SES and Processes for Selecting New 
Executives. GAO-09-1 10 {Washington, D.C.: Nov. 26, 2008). 
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according to 0PM, agencies can approach their workplace diversity and 
inclusion efforts in a coordinated, collaborative, and integrated manner. 

In helping to ensure diversity in the pipeline for appointments to the SES 
as well as recmitment at all levels, it is important that agencies have 
strategies to identify and develop a diverse pool of talent for selecting the 
agencies’ potential future leaders and to reach out to a diverse pool of 
talent when recruiting. For example, to recruit diverse applicants, 
agencies will need to consider active recruitment strategies such as 
widening the selection of schools from which to recruit, building formal 
relationships with targeted schools to ensure the cultivation of talent for 
future applicant pools, and partnering with multicultural organizations to 
communicate their commitment to diversity and to build, strengthen, and 
maintain relationships.^^ 

To promote diversity and inclusion in the federal workforce OPM is also 
focusing on Increasing the hiring and retention of people with disabilities 
and veterans- 

in 2010, we were asked to identify barriers to the employment of people 
with disabilities in the federal workforce and leading practices that could be 
used to overcome these barriers, in response, we convened a forum to 
identify leading practices that federal agencies could implement within the 
current legislative context. Participants said that the most significant barrier 
keeping people with disabilities from the workplace Is attitudinal, which can 
include bias and low expectations for people with disabilities. According to 
participants, there is a fundamental need to change the attitudes of hiring 
managers, supervisors, coworkers, and prospective employees, and that 
cultural change within the agencies is critical to this effort, Participants 
identified practices that agencies could implement to help the federal 
government become a model employer for people with disabiiities. 


^^GAO-09-632T, 

^■^GAO, Highlights of a Forum: Participant-Identified Leading Practices That Could 
Increase the Employment of Individuals with Disabilities in the Federal Workforce, 
GAO-11-81SP (Washington. D C. Oct 5. 2010). 
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Also in July 2010, the President issued Executive Order 13548^® to 
increase the number of individuals with disabilities in the federal 
workforce. Nearly two years after the executive order was signed, we 
found that the federal government was not on track to achieve the 
executive order’s hiring goals. To ensure that the federal government is 
well positioned to become a model employer of individuals with 
disabilities, we recommended that the Director of 0PM incorporate 
information about agency deficiencies in hiring individuals with disabilities 
into its regular reporting to the President on implementing the executive 
order: expedite the development of the mandatory agency training plans 
required by the order; and assess the accuracy of the data used to 
measure progress toward the order’s goals. 0PM agreed with our 
recommendations and is taking steps to implement them. 

Finally, the Uniformed Services Employment and Reemployment Rights 
Act (USERRA) of 1994 protects the employment and reemployment rights 
of federal and nonfederal employees who leave their civilian employment 
to perform military and other uniformed services, And the Veterans’ 
Benefits Act of 2010 (VBA) directed the Department of Labor (Labor) and 
Office of Special Counsel (OSC) to establish a 36-month demonstration 
project (2011-2014) for receiving, investigating, and resolving USERRA 
claims filed against federal executive agencies,^® The VBA also required 
that we evaluate how Labor and OSC designed the demonstration project 
and assess their relative performance during and after the demonstration 
project. 

In September 2012, as part of our mandated effort to assess the relative 
performance of USERRA claim processing at Labor and OSC, we 
determined that both agencies had impiemenled comparable processes 


®®Executive Order 13548 of July 26. 2010., increasing Federal Employment of Individuals 
with Disabilities. Federal Register A/ol, 75, No 146 / Friday, July 30, 2010 / Presidential 
Documents p.45039. 

®®GAO. Disability Employment. Further Action Needed to Oversee Efforts to Meet Federal 
Government Hihng Goals, GAO'l2-568 (Washington, D.C,; May 25, 2012), 

®^Pub. L. No. 103-353, 108 Slat. 3149 (Oct. 13, 1994) (codified at 38 U.S.C. §§ 4301- 
4335). USERRA is the most recent in a series of iavi« protecting veterans' employment 
and reemployment rights going back to the Selective Training and Service Act of 1940. 
Pub. L. No. 783. 54 Stat. 885, 890 (Sept. 16. 1940), 

®®Pub. L. No. 111-275, § 105. 124 Stat. 2864, 2868-70 {Oct. 13, 2010). 
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that should allow Congress to evaluate their relative performance at the 
conclusion of the 3-year demonstration project established by 
Congress.^® However, to improve agencies' ability to assess relative 
performance, we recommended that both agencies take additional steps 
to ensure data integrity for the performance data they plan to report. 

Although Labor and OSC neither agreed nor disagreed with our 
recommendations, they discussed actions that they both plan to take to 
implement our suggestions. For example, Labor said it will review cost 
data on a quarterly basis for inconsistent or questionable data and correct 
and report any identified data issues each quarter, as necessary. OSC 
said it is reviewing its procedures for compiling and reporting cost data 
during the demonstration project, and is committed to making any 
necessary changes to ensure the demonstration project satisfies 
Congress’s goals. 


Concluding 

Observations 


Strategic human capital management must be the centerpiece of any 
serious effort to ensure federal agencies operate as high-performing 
organizations. A high-quality federal workforce is especially critical now 
given the complex, multi-dimensional issues facing the nation. 
Achievement of this goal is challenging, especially in light of the fiscal 
pressures confronting our national government. 

When we first identified strategic human capital management as a high 
risk area in 2001 , it was because many agencies faced challenges in key 
areas including leadership; workforce planning: talent management: and 
creating results-oriented organizational cultures. Since then, the federal 
government has made substantial progress in beginning to address 
human capital challenges and, in many ways, is taking a far more 
strategic approach to managing personnel. Through a variety of 
initiatives. Congress. OPM, and individual agencies have strengthened 
the federal human capital infrastructure. As a result of these 
improvements, in 201 1 we narrowed the focus of our high risk 
assessment to closing current and emerging criticai skills gaps. These 
challenges must be addressed for agencies to cost-effectively execute 
their missions and respond to emerging challenges. 


^^See GAO. Veterans’ Reemployment Rights: Department of Labor and Office of Special 
Counsel Need to Take Additional Steps to Ensure Demonstration Project Data Integrity, 
GAO-12-860R (Washington. D C.; Sept. 10. 2012), 
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In short, while nnuch progress has been made over the last 1 1 years in 
modernizing federal human capital management, the Job is far from over. 
Making greater progress requires agencies to continue to address their 
specific personnel challenges, as well as work with 0PM and through the 
CHCO Council to address critical skills gaps. Central to success will be 
the continued attention of top-level leadership, effective planning, 
responsive implementation, and robust measurement and evaluation, as 
well as continued congressional oversight to hold agencies accountable 
for results/® 


Chairman Akaka, Ranking Member Johnson, and Members of the 
Subcommittee, this completes my prepared statement. I would be 
pleased to respond to any questions. 
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chairman Akaka, Ranking Member Johnson, Members of the Subcommittee, thank you 
so much for inviting NTEU to share our thoughts on the state of the federal workforce, pressing 
issues that need to be addressed and recent progress that has been made in addressing some 
of those issues. As President of the National Treasury Employees Union, I represent more than 
150,000 federal employees in 31 federal agencies and departments. 

It is a pleasure for me to be here today, particularly because this may be the last 
opportunity I have to testify in front of my good friend. Senator Akaka. You have been a 
stalwart friend of federal employees, both during the 14 years you served in the House of 
Representatives and during your distinguished 22 year career in the U.S. Senate. Your advocacy 
on behalf of the federal workforce from your efforts to ensure fair pay and benefits to your 
actions to protect collective bargaining rights will be sorely missed by federal employees 
everywhere. 

The federal civilian workforce today is virtually as small as it has ever been in the 
modern era. In 1953, the federal government employed one worker for every 78 residents; in 
2009, the federal government employed one worker for every 147 residents. Many of the 
federal agencies where NTEU represents employees are under virtual hiring freezes and are 
operating with limited resources. Although some federal agencies have been able to make 
great strides through automation and other cost saving tools, much of the work of the federal 
government requires people - talented and educated people. 

The federal employees represented by NTEU are budget analysts overseeing multi- 
billion dollar budgets, physicians undertaking cutting edge research to cure deadly diseases, law 
enforcement officers guarding our borders and scientists safeguarding our food and water 
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supplies. The federal government will need to be prepared to compete for the best and 
brightest college graduates as current federal employees retire. Fair pay, affordable health 
insurance and a stable retirement program are key to the federal government's ability to 
compete for, and retain the talent and experience that will be needed. 

We all know that our country faces serious challenges - federal employees have not 
been exempt from those challenges or immune from efforts to resolve our fiscal difficulties. 
The federal workforce has been under a pay freeze since 2011. This sacrifice will save the 
federal government more than $60 billion over the next ten years. Legislation enacted earlier 
this year extending unemployment benefits was paid for in part by requiring future federal 
employees to contribute an additional amount toward their retirement benefits. Federal 
workers contributed another $15 billion towards deficit reduction through enactment of this 
provision. 

Federal employees are scheduled to receive a 0.5% pay raise upon the expiration of the 
current Continuing Resolution early next year and NTEU is grateful for an end to the pay freeze. 
However, there are many other critical issues facing the federal government and the federal 
workforce. I look forward to continuing our positive working relationship with this 
Subcommittee and working together to reach agreement on the many issues facing the federal 
workforce. 

NTEU was pleased to be able to work with you. Senator Akaka, to achieve retirement 
equity for our federal workers in Hawaii, Alaska and the U.S. territories. Signed into law in 
2009, your Non-Foreign Area Retirement Equity Assurance Act corrected an inequity that NTEU 
members and many others had suffered for years. While federal employees on the mainland 
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received locality pay and retirement credit based on their full salaries, federal workers receiving 
the non-foreign area cost of living adjustment received no credit toward retirement for this 
portion of their pay. Your legislation guaranteed that these federal employees would be made 
whole and that they would receive locality pay which would count toward their retirement 
calculations unlike the non-foreign cost of living allowances they received. Through your 
leadership and perseverance, your colleagues came to understand the critical need to fairly 
compensate federal employees who provide services in extremely high cost areas of our nation. 
Senator Akaka, you have long understood the federal government's need to compete 
with the private sector for the best talent and you have worked tirelessly to improve the federal 
government's hiring process. Many of the concepts you have championed have been included 
in legislation that has been signed into law and in hiring reforms that have been instituted by 
the Office of Personnel Management. Simplifying and streamlining the federal application 
process and requiring vacancy announcements to be written clearly and understandably 
represent positive improvements while continuing to ensure that the merit system and a fair 
and open process for filling federal jobs remains in place. 

You have also been a clear leader in making sure the federal government employs the 
full range of workplace flexibilities available to most private sector workers. It has long been 
known that offering workplace flexibilities helps with recruitment and retention of employees, 
whether it is recruitment and retention bonuses for difficult to fill positions or relocation 
assistance, student loan assistance or flextime schedules. 

One landmark workplace flexibility in particular that I want to comment on was the 


approval of telework for the federal workforce, and your telework enhancement act signed into 
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law in 2010 was a major step forward. The benefitof telework to both employees and 
employers has been shown during emergencies. Telework helps employees handle work-life 
issues and encourages increased productivity as employees are better able to plan to meet 
deadlines and accomplish their missions. 

Another of your major achievements was the change in the Federal Employees 
Retirement System (FERS) that will permit employees covered by that retirement program to 
include their unused sick leave when determining their length of federal service and computing 
their retirement benefit. When the provision is fully phased in at the end of 2013, employees 
under FERS will be treated the same as their counterparts in the Civil Service Retirement 
System (CSRS) and be able to include their unused sick leave when calculating their years of 
federal service, 

This same Akaka provision that guaranteed employees the ability to include their 
unused sick leave in their retirement calculations also corrected a long-standing flaw in how the 
government valued part-time service. Prior to enactment of the Akaka amendment, part-time 
service worked near the end of an employee’s federal career, resulted in a flawed retirement 
benefit calculation. 

Earlier this year, you held a critical hearing on the Office of Personnel Management's 
(0PM) processing of federal retiree annuity payments. Your hearing brought much needed 
attention to the serious backlogs 0PM was facing and the lengthy period of time it was taking 
0PM to process new retirement applications. Your hearing exposed some of the reasons for 
the retirement processing delays and resulted in a path forward with 0PM laying out a plan to 
reduce its backlog and improve services to federal employees and retirees. 
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You also championed legislation during your long Senate career that eliminated the 
restrictive annual open season for employees to enroll in the Thrift Savings Plan, At the same 
time, you noted the need for retirement and financial literacy programs for the federal 
workforce and you authored the legislation that allowed federal workers over the age of 50 to 
make "catch-up" contributions to their Thrift Savings Plan accounts, putting them on equal 
footing with their private sector counterparts. Each of these legislative triumphs represented a 
major improvement in the lives of federal employees. 

Your work has also involved efforts to increase training and mentoring possibilities for 
the federal workforce as well as improvements in protections available to workers who disclose 
wrongdoing in the federal government. Your Whistleblower Protection Act, which passed the 
Senate earlier this year, will restore and expand protections for federal employees who disclose 
waste, fraud or abuse in the federal government. NTEU is a strong supporter of your legislation 
and will continue to push for House consideration of this important bill. 

Similarly, we strongly supported your efforts to ensure that any changes to the Federal 
Employees Compensation (FECA) Program were done fairly. Your amendment to the Senate 
Postal Reform legislation earlier this year sought to correct a controversial and harmful 
proposal in that bill that would have cut benefits to workers injured on the job and those who 
are older or have family obligations. NTEU is committed to a safe and healthy federal 
workplace where employees are less likely to ever suffer injuries that may lead to a FECA claim 
and we will continue to stress the importance of keeping FECA fair for those who do need to 


avail themselves of the program’s benefits. 
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NTEU also salutes you for your commitment to ensuring that all federal employees 
enjoy the same equal treatment and protections. You have supported legislation that would 
allow all NTEU members and all federal workers with domestic partners to be able to 
participate in employee benefit programs similar to the options granted married couples. Your 
Subcommittee hearing helped focus attention on this legislation which provides both benefits 
and obligations - it would require that domestic partners be subject to the same employment 
related obligations and duties and the same ethics requirements that are imposed on married 
couples. 

Your career has also been marked by your leadership efforts to right size the federal 
employee to contractor mix. NTEU has long maintained that federal employees, given the 
appropriate tools and resources, do the work of the federal government better and more 
efficiently than any private entity. We have been pleased to testify before your Subcommittee 
on some of the most egregious examples of misguided outsourcing such as private tax 
collection efforts. Congress eventually voted to eliminate funding for this effort, finding that it 
was neither cost-effective nor fair to taxpayers. NTEU will continue to focus our efforts on 
leveling the playing field and ensuring the accountability of contractors within the federal 
contracting system, but your voice will certainly be missed. 

I also want to commend you for your leadership with regard to the Safeguarding 
American Agriculture Act. This legislation recognizes the mission of Customs and Border 
Protection (CBP) Agriculture Specialists in safeguarding our nation's food and agriculture from 
invasive foreign pests and disease. It would create a career track within CBP for qualified 


technicians to be promoted to CBP Agriculture Specialist positions and provide education and 
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training as well as many other improvements. It is an excellent first step in focusing attention 
on the agricultural quality inspection mission of the agency and we applaud your efforts in this 
regard. 

Finally, I commend you for your strong support for the rights of federal employees to 
organize and collectively bargain. NTEU believes that the best way to achieve agency missions 
and optimal work-life balance is for an organization to involve its employees. Employees who 
have a voice in their workplace feel invested in the success of that organization. If the workers 
have a collective voice, the effect is even stronger. 

On behalf of federal employees across the nation. Senator Akaka, thank you for your 
dedication and commitment to making sure employees are treated fairly and have the tools 
they need to provide the services the American public has come to expect from the federal 
government. We were so pleased that we had the opportunity to honor you at our annual 
Legislative Conference earlier this year and present you with an award recognizing your 
leadership on behalf of federal employees and retirees. It has been a distinct honor and 
privilege to work with you. You will be missed. 
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Mr. Chairman and Members of the Committee; My name is J. David Cox, Sr., and 1 am 
the National President of the American Federation of Government Employees, AFL-CIO 
(AFGE). On behalf of the more than 670,000 federal employees represented by AFGE, I 
thank you for this opportunity to testify today. 

We have been asked to discuss our union's view of the short-term and long-term needs 
of the federal workforce with respect to our relationship with agency management, and 
to comment on the compensation - in terms of both pay and benefits - that federal 
employees receive. We were also asked that we discuss issues such as employee 
training and work-life balance for federal employees. These are all vital issues that are 
at the forefront of my mind every day as I work with my union colleagues to try to help 
create conditions for federal employment that promote not only my members' 
interests, but also the interests of the public we serve. 

AFGE represents federal workers who perform an enormously broad array of functions 
on behalf of the American people. We are the doctors, nurses, food service workers and 
appointment makers in our veterans' health care system. We are the EPA scientists 
studying the effects of contaminants in our air and water who propose ways to protect 
the health of America’s children. We are the border patrol agents and federal 
corrections officers who guard public safety. We are the claims processors who get 
Social Security and Veterans Benefits checks out on time. We are the biomedical 
researchers at the National Institutes of Health and the Centers for Disease Control and 
Prevention who come up with new treatments for cancer and ways to stop epidemics. 
We are the meat and poultry inspectors who make sure our food supply is safe, and the 
Transportation Security Officers who protect air traveiers from terrorist threats. We are 
the civilian workers at the Department of Defense who handle everything from military 
logistics to the repair and maintenance of sophisticated weaponry on which our 
warfighters and national security depend. 

So you see that the stakes are very high when it comes to maintaining a well-trained and 
capable federal workforce. And these are the things that don't promote a weil-trained 
and capabie workforce: Freezing or cutting salaries, threatening layoffs and furloughs 
through sequesters and personnel ceilings, forcing new and current employees to pay 
more for retirement benefits and contemplating various ways to cut those benefits, 
bullying us with disparaging comments about the quality of our work and work ethic - in 
fact they have the exact opposite effect. 

Current Budget Situation 

Over the next several months, the Congress will likely consider ways to adhere to the ill- 
conceived Budget Control Act of 2011 that do not involve sequesters in either the 
Department of Defense (DoD) or any part of the discretionary budget outside of DoD. 
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AFGE is unequivocally opposed to sequester. We consider it a foolish, damaging, and 
extraordinarily unfair and inappropriate way to reduce the deficit. As horrendous as the 
prospect of sequester is for federal employees, with the implied threat of Reductions in 
Force (RIF), furloughs, and reduced resources for carrying out agency missions; just as 
ominous is the prospect of any or all of the recommendations of the co-chairs of the 
President's deficit commission, Morgan Stanley director Erskine Bowles and former 
Wyoming Senator Alan Simpson. Despite the fact that the co-chairs' recommendations 
did not win the support of an adequate number of the commission's members, their 
failed plan is undergoing a rehabilitation in the press as journalists and pundits insist 
that it is the only menu of policy options that should be considered by the Congress or 
either presidential candidate. 

Simpson-Bowles's recommendations for federal employees are as cruel as they are 
pointless; they inflict pain on one vulnerable group of Americans without doing much of 
anything to reduce the deficit, either in the short or long term. Chairman Akaka is to be 
commended for singling out one particularly idiotic and damaging proposal from the co- 
chairs: the idea of turning the Federal Employees Health Benefits Program (FEHBP) into 
a voucher system so that it can serve as a model for the eventual voucherization of 
Medicare. The Simpson and Bowles plan would shift the basis for calculation of 
retirement annuities from the average of the highest three years of salary to the 
average of the highest five years, would require FERS-covered employees to pay as 
much as six percent of salary for their annuities, shift to the inferior "chained consumer 
price index" for cost of living adjustments for annuities and Social Security, charge 
retirees more for continuing FEHBP coverage, cut ten percent of federal jobs, and 
extend the pay freeze for an additional year. It is a diabolical list, a litany of punishment 
intended to decimate the living standards of federal employees, obliterate even the 
concept of fairness in spreading the burden of deficit reduction, and destroy the 
government's ability to recruit or retain a high-quality workforce. 

Non-Foreign COLA 

For 61 years, federal employees who lived and worked outside the Continental United 
States in Alaska, Hawaii, Puerto Rico, Guam, and the US Virgin Islands received a cost of 
living adjustment (COLA) in addition to their base salaries to compensate them for the 
exceptionally high cost of living in what had been considered "remote" areas. While the 
COLA program constituted an important component of compensation for these 
empioyees, especially because it received favorable tax treatment, the annual payments 
were not counted as salary for purposes of calculating retirement annuities, the 
government's contribution to the Thrift Savings Plan (TSP), or any other salary or wage- 
based benefit or program. Thus, while the non-foreign COLA ensured a fair standard of 
living during one's working life, federal retirement benefits of employees in the non- 
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foreign COLA areas constituted a far smaller percentage of their pre-retirement incomes 
than those of other federal retirees. 

Chairman Akaka's 2009 legislation, The Non-Foreign Area Retirement Equity Assurance 
Act resolved this disparity by bringing federal employees in the non-foreign COLA areas 
into the locality pay system. The law allowed for a gradual transition from COLAs to 
locality pay, requiring employee to give up only 65 cents of the COLA that the employee 
would receive under the frozen COLA rate for every dollar of locality pay, in order to 
help offset the new tax liability and additional retirement contributions due on locality 
pay. The full transition to locality pay has occurred this year. Thanks to the transition 
formula insisted upon by the Chairman, no federal employee's take-home pay declined 
during the transition. 

The Chairman also succeeded in adding to the legislation a provision instructing the 
Bureau of Labor Statistics to conduct pay surveys Alaska and Hawaii so that good data 
could be obtained to measure the difference between salaries in the federal and non- 
federal sectors for the jobs performed by federal employees in those locations. As a 
result, federal employees in both locations are receiving locality pay commensurate 
with the pay gaps in their states, and are continuing to receive a residual COLA as well, 
as their locality pay has not yet risen to a level that fully offsets the COLA. It is no 
exaggeration to say that these protections are due to the extraordinary efforts of the 
Chairman. 

In addition to maintaining take-home pay, and improving retirement benefits, an 
extremely important provision of this law required that every federal employee who 
received a non-foreign COLA prior to enactment be eligible for the transition to locality 
pay, including Transportation Security Officers (TSO) of the Transportation Security 
Administration (TSA). The law explicitly prohibits TSA from withholding locality pay from 
its employees on the basis of "performance." Federal managers at TSA and all other 
agencies have numerous opportunities to award or deny employees additional pay on 
the basis of performance, but the extraordinary, gross discretion on individual pay 
adjustments granted to TSA's managers was restricted in this legislation. TSO's were, 
for the first time since the establishment of the agency, granted a pay status equal to 
other federal employees living and working in these areas. While the struggle continues 
to upgrade the status of the employees of TSA so that they are treated the same as 
other executive branch employees in all aspects of employment and compensation, this 
legislation marks an important milestone in establishing the principle that 
Transportation Security Officers deserve full equality. 
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Sick Leave Equity for PERS Employees 

It would be difficult to overstate the importance federal employees place on the 
Chairman's legislation to equalize the treatment of unused sick leave between the Civil 
Service Retirement System (CSRS) and the Federal Employees Retirement System {FERSj. 
This inequity produced so many perverse incentives that the change was supported as 
strongly by management groups as it was by AFGE. Equalizing this treatment was an 
excellent example of the type of "win-win" policies on federal employment promoted 
and ultimately enacted through the Chairman's efforts. When fully phased in in 2013, 
federal employees who had the good fortune to be able accumulate sick leave over the 
course of their careers will no longer face a "use it or lose it" choice as they approach 
retirement. Employees will spend their last months at work helping to train their 
successors and finishing up projects, rather than catching up on doctor's appointments 
and medical screenings, thanks to the Chairman's efforts. 

Thrift Savings Plan 

The Chairman was also responsible for legislation that allows enrollment in the Thrift 
Savings Plan at any time, and a bill that provided for mandatory financial literacy and 
retirement planning education for federal employees so that they can make the most of 
their TSP accounts. In every case where Congress has passed a law granting a new 
benefit to holders of 401 (k) accounts, such as the Pension Protection Act of 2006, he 
has introduced or supported legislation, such as the 2009 TSP Enhancement Act, to 
provide equivalent benefits for federal employees with TSP accounts. Examples of this 
include granting federal employees over age 50 the ability to make "catch up" TSP 
deposits, the ability of non-spouse beneficiaries to inherit TSP funds without a tax 
penalty if they transfer the money into an IRA, immediate agency contributions and 
automatic enrollment, and the option to save for retirement through a Roth-type of 
IRA. 

The "Save More Tomorrow Act," which Chairman Akaka introduced in May of this year, 
would improve the TSP even further by providing for automatic escalation of an 
employee's, and therefore the government's, contributions to a TSP account. This bill is 
also an attempt to grant TSP participants the same opportunities private sector workers 
have as a result of the Pension Protection Act. Many federal employees contribute too 
little to their TSP accounts to qualify for the maximum government match. Although a 
significant portion of those who fail to maximize their TSP benefits do so because they 
simply cannot afford the additional savings, some portion of the workforce likely stops 
saving at two to three percent of salary because of inertia or a dislike of thinking about 
retirement planning. This bill would provide automatic increases in employee 
contributions of one percent of salary per year, with an opt-out provision for those who 
actively decide not to increase their investments. 
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Inertia aside, a reluctance or failure to participate fully in the TSP and take advantage of 
the maximum government match is one of the many pernicious effects of the pay freeze 
and the mandatory increase in FERS contributions that employees hired after January 1, 
2013 will face. While it is clear that every federal employee should save at least five 
percent of their salaries each year in the TSP, it is equally clear that many cannot do so 
because of the pay freeze. Federal employees who must spend nearly ail of their 
salaries on necessities such as health insurance, food, rent, child care, transportation 
and utilities simply cannot afford to save the full five percent when these costs of living 
rise but their pay does not. Likewise, with salaries effectively 2.3% lower than those 
paid to coworkers' hired in previous years, federal employees hired after 2012 will have 
an even harder time constructing their budgets in order to take full advantage of the 
government match for TSP. And as everyone knows, politicians from both parties have 
advanced plans to force federal employees to pay even more of their salaries toward 
future retirement benefits. All these proposals amount to permanent salary reductions, 
and all of them would make full participation in the TSP even less affordable than it is 
today. 

Last week's New York Times included a supplement on retirement, in which the 
difficulties of living on just Social Security or even Social Security plus 401 (k) and IRA 
retirement savings. The booms and busts in the stock market over the last twenty 
years, including the dot-com bust and the 2008 financial crisis, combined with job cuts 
and employer decisions to stop matching, have left many retirees with too little Income 
in retirement. The lone success story in the Times involved someone who was able to 
sell her "paid for" house and live off the proceeds in a smaller apartment in a less 
expensive real estate market. The bursting of the housing bubble makes this an unlikely 
scenario for most homeowners. 

With the current retirement system, and the persistence of politicians' efforts both to 
cut benefits and raise financing obligations on the part of workers, the only choice left 
for federal employees to help secure their own retirement prospects is to save more. 

The Save More Tomorrow Act will undoubtedly help this along. 

TSA, DHS, and DoD Personnel Systems 

I would be remiss if I did not mention the Chairman's courageous, determined, and 
unwavering support for the collective bargaining rights and right to appeal disciplinary 
matters to a third, independent party, for federal employees in the Transportation 
Security Administration (TSA), the Department of Homeland Security (DHS), and the 
Department of Defense (DoD). Whether it was during the creation of the TSA, the 
consolidation of over 20 agencies under DHS, or changes in leadership at the Pentagon, 
Chairman Akaka stood firm so many times on behalf of our nation's dedicated 
employees when their rights were being threatened. When we lost some important 
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battles, under MAX”” and the National Security Personnel System (NSPS), the Chairman 
never gave up. And as we all know from having spent so much time on these matters in 
the legislative trenches, we have finally prevailed in all three instances. 

Today, TSOs have collective bargaining rights, a new disciplinary appeals system, and 
will be voting shortly on the ratification of a new contract that addresses numerous 
issues of TSOs, from uniform allowances to shift bidding, and from rational leave policies 
to transfers and shift trades. It is a new day at TSA, and we are truly grateful for the 
Chairman's support for more than a decade while we fought to establish for TSOs the 
same rights and opportunities as other federal employees. 

NSPS and MAX’^" were created by people with ulterior motives, who tried to hide their 
real agenda from DoD and OHS employees, their unions. Congress and the public. After 
September 11, 2001, the two departments exploited the national fear of another 
terrorist attack and determination to protect our country to advocate for what was in 
reality a profound erosion of civil service protections and collective bargaining rights 
that had nothing whatsoever to do with national security. The Chairman recognized the 
dangers early and were among the very few Senators who voted against the bills that 
allowed for NSPS and MAX*^". 

Although the laws creating the Department of Homeland Security and authorizing the 
DoD National Security Personnel system required that collective bargaining be ensured, 
both Departments tried to gut it. They did this by insisting that they were ensuring 
collective bargaining while redefining it beyond recognition. Under the regulations they 
promulgated, an internal Board whose members would be chosen by the Department 
Secretaries, would decide labor-management disputes; there would be no neutral third 
party. The Departments could override collective bargaining agreements by unilaterally 
issuing an internal document. These unilateral internal documents also could render 
non-negotiable any subject the Departments did not want to talk about at the 
bargaining table. The unions’ right to protect employees in management meetings, 
investigations, or grievances was greatly diminished. The rules involving information 
requests, standards of evidence in employee appeals and many other issues of due 
process and labor relations were revised to tip the scales heavily in favor of the 
Departments. 

We and other unions filed suit against the Departments. The Courts found in favor of 
the unions in the DHS case and the Department chose not to appeal further. The 
unions' initial win in the DoD case was overturned on appeal. With DoD poised to strike 
down employee and union rights in its workplaces, we turned to Congress for help and 
once again, the Chairman came through for us. In the National Defense Authorization 
Act of 2008, the Chairman made sure Federal employees' collective bargaining and 
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other rights were restored. The Secretary of Defense had announced that for the 
coming year, NSPS employees would get no annual increase, but the Chairman put in a 
floor that gave all good employees at least some increase. The NDAA 2010 finally 
repealed NSPS in its entirety and we note that the Chairman has been closely watching 
the transition to make sure it is fair and complete. 

During this difficult period, the Chairman's constant insistence on appropriate oversight 
by this subcommittee ensured that the Department had to answer for its irrational and 
counterproductive personnel decisions, and now, the employees at DHS, including 
Border Patrol agents, ICE agents. Federal Protective Officers and employees at FEMA, 
have had their rights to bargain and appeal disciplinary matters fully restored to the 
original Title 5 provisions. 

The same can be said of the Pentagon's ill-conceived and punitive NSPS. The day NSPS 
was enacted was a grim one for the hundreds of thousands of dedicated, patriotic 
civilians in DoD. But because of the Chairman's foresight, determination and 
commitment, we were finally successful in repealing this dangerous system that had 
demoralized the DoD civilian workforce beyond all imagining. 

Labor-Management Issues Today 

Today, Federal workers are facing more challenges than ever. With pay freezes, high 
retirement rates, and severe budget cuts, it is crucial that labor and management work 
together to solve problems and accomplish the mission while maintaining employee 
rights and protections, A positive labor-management relationship saves money that 
might otherwise be spent in litigation and appeals; improves employee morale; and uses 
time more effectively as frontline employees, their union representatives, and managers 
bring their ideas, their expertise, and their efforts together towards common goals. 

In December 2009, President Obama issued Executive Order 13522, "Creating Labor- 
Management Forums to Improve Delivery of Government Services." I sit on the 
National Council on Federal Labor-Management Relations, created by the Executive 
Order. We have seen some successes; some workplaces where labor and management 
have a constructive relationship and work together in accordance with the E.O. But we 
see many more workplaces where management has stalled on carrying out the Order, 
does only the bare minimum, or actively dismisses it. The E.O. calls for the creation of 
labor-management forums at various levels in agencies. Some are up and running and 
doing good work. In other cases, managers have refused to establish forums, or refused 
to let the forums take on meaningful issues that could help the agency cut costs, work 
more efficiently, and deliver better services to the public. Where forums are working 
well, it is usually because the boss believes in the importance of good labor- 
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management relations and sends the message out loud and clear to subordinates. I 
hope to see more vigorous implementation of the letter and spirit of the Executive 
Order. 

Collective bargaining is an orderly process for labor and management jointly to 
determine some of the processes and procedures that help customize the workplace to 
meet their needs. Negotiating, weighing options, reaching agreement, putting it in 
writing, and then making the contract available to ail employees helps create rules and 
practices that are more fair, equitable and workable than ones that are unilaterally 
developed. A contract helps employees and managers understand their rights, and it 
provides mechanisms for employees to appeal if they believe they have been treated 
wrongly or unfairly. When labor and management comply with the laws governing the 
labor-management relationship and deal with each other in good faith, workplaces run 
more smoothly and unnecessary disputes are avoided. When they go beyond 
compliance and collaborate on finding better ways to meet the agency's goals - even 
better. 

All too often, however, we deal with managers who evade their labor-management 
responsibilities and higher-ups who don't hold them accountable. The very institution 
of collective bargaining is under attack today, especially in the public sector, by those 
who do not want workers to have a say in their workplaces. As the Chairman has always 
done, AFGE will continue to work to ensure that Federal employees have strong rights 
and protections, including fair and transparent appeal procedures and collective 
bargaining rights, and are free from arbitrary adverse personnel actions. We can only 
hope that future senators will have even half the energy, dedication and courage that 
the Chairman has shown in fighting for Federal employees. 

Workplace Flexibilities 

AFGE is grateful to the Chairman for co-sponsoring the Telework Enhancement Act, 
which was signed into law in December 2010. AFGE has long pushed for expanded 
telework opportunities for Federal employees. It is a benefit that improves job 
satisfaction and morale and helps employees create a better balance between work and 
home. By offering telework. Federal agencies can improve their ability to recruit and 
retain talented employees. The community benefits as well if telework results in less 
gridlock and pollution on the roads. 

Over the years, however, we have been frustrated by how slow the progress has been in 
expanding the use of telework. Many obstacles and barriers have kept employees from 
fully enjoying the benefits of having a flexible workplace. Many supervisors don't know 
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how to manage employees remotely and fear losing control of their workers. Some 
don't believe people are really working unless they have them in their sight. The key is 
in the results. If employees do good work and produce results, it doesn't matter how or 
where they did their job. Experience has shown that employees are as productive and 
frequently more productive working at home than in the workplace. 

In the past, outfitting a home office to allow a Federal employee to work at home could 
be difficult and cumbersome. Over the last couple of decades, technology has made 
astounding progress. The internet, emails, social media and the ever-expanding new 
features and programs make communication instant, wherever you are, and provide 
almost limitless access to information. It is easier than ever to enable employees 
working remotely to connect to agency networks and be productive at home. There are 
security concerns, of course, but great progress is being made in this area as well. 

As part of the April survey conducted by the U.S. Office of Personnel Management and 
shared in its annual report to Congress on the Status of Telework in the Federal 
Government, agencies were asked to "identify problems/barriers associated with 
increasing the number of telecommuters in your agency." The survey uncovered the 
following barriers to telework, presented in descending rank order; 

• managerial concerns about maintaining performance and productivity, 

• funding for equipment and services at the remote site and the cost of telework 
centers, 

• fair and equal treatment for those who telework and those who work on site, 

• concerns about the security of classified or sensitive documents, 

• employee concerns about feeling isolated from colleagues, 

• electronic connectivity to the office. 

The Telework Enhancement Act goes far to ensure that agencies expand the use of 
telework and overcome the barriers. The Act puts a new emphasis on telework and 
reinforces the sense of Congress that telework is important for employees and is in the 
public interest. It requires everyone who teleworks to have a written agreement that 
helps both management and the employee have a clear understanding of their 
expectations. It maintains the voluntary nature of telework. The Act calls on the 
National Institute of Standards and Technology and 0MB to determine what agencies 
must provide to enable their employees to telework. The Act requires agencies to make 
decisions about the eligibility of every position but it also allows for episodic telework. 
AFGE prefers to look at the tasks employees do and make determinations about 
whether or not they can be done at home. We don't think that positions should be 
deemed to be wholly ineligible for telework. Obviously, there are some jobs that cannot 
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be done at home - but there may be some tasks that can, such as writing reports, 
studying for and taking an online test, or participating in an online class. 

AFGE is confident that in collaboration with the agencies whose employees we 
represent, we can work to break down the barriers and allow the maximum number of 
employees to telework if they choose. Many of the barriers listed above can be 
eliminated by training and focusing on a cultural shift, highlighting the rewards to both 
the workers and the agency. The benefits of flexible workplace arrangements have 
been proven time and time again. We thank the Chairman for his tireless efforts on 
promoting flexible work arrangements for federal employees and AFGE will continue to 
work with the agencies to ensure that the Telework Enhancement Act is implemented to 
its fullest. Our challenge in these difficult times is attracting and retaining bright, 
dedicated Federal workers. Providing a flexible workplace is one benefit, as the 
Chairman knows, that we need to take advantage of and make available to as many 
workers as possible. 

Other Workplace Flexibilities 

Workplace flexibilities that help attract and retain good employees go beyond telework. 
In our bargaining units, we bargain for many different flexibilities, all of which benefit 
both the agency and employees. Where we have labor-management forums under E.O. 
13522, we also discuss ways to improve the work of our agencies and the job 
satisfaction of our members. These flexibilities include such things as flexible work 
schedules; child care and elder care; smoking cessation programs; awards (including 
time-off awards for special achievements); transit subsidies; tuition reimbursement and 
access to training and development opportunities; and other things that make the 
workplace more rewarding for employees. 

Privatization 

I must also thank the Chairman for his unstinting support for federal employees in their 
fight against privatization. During the last ten years, several historic sourcing reforms 
have been enacted. And he has either been the champion or the leading supporter in 
every instance; Requiring a formal cost comparison before any work can be converted 
to contractor performance in order to protect taxpayer interests against thoughtless 
privatization. Excluding health care and retirement costs from the cost comparison 
process to ensure that contractors don't receive unfair advantages from short-changing 
their employees on benefits. Imposing a suspension on the infamous 0MB Circular A-76 
privatization process until documented problems are finally corrected. Requiring 
agencies to develop inventories of their service contracts in order to better identify and 
control privatization spending. And directing agencies to give "special consideration" to 
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insourcing functions that cost too much, are poorly performed, or include functions 
inappropriate for privatization. 

The Chairman has even played a leading role in trying to reduce the billions of dollars 
taxpayers spend every year on compensation for contractors above that of even the 
President of the United States. I also thank the Chairman for his staunch opposition to 
arbitrary reductions in the size of the federal workforce. One such proposal— an 
arbitrary cut of 5% in DoD's civilian workforce— was included in the committee-passed 
FY13 National Defense Authorization Act. Because this document would be 
unrecognizable as AFGE testimony if we did not ask for further assistance, I urge the 
Chairman to be an original cosponsor of legislation to be introduced by Senator Ben 
Cardin (D-MD) to oppose such thoughtless downsizing. 

Veterans' Issues 

When I reflect on Chairman Akaka's extraordinary record as Chairman of the Senate 
Committee on Veterans' Affairs, my admiration for his vast accomplishments is further 
enhanced by a deep sense of personal appreciation, i spent 23 years as a nurse at the 
VA Medical Center in my hometown of Salisbury, North Carolina, prior to becoming a 
national officer of AFGE. To me, what best characterizes Chairman Akaka’s tenure on 
the Senate VA Committee as Chairman, Ranking Member and Senior Member, are his 
tireless efforts to address every deficiency in our nation's support system for veterans, 
and his equally steadfast commitment to the VA workforce providing those services. 

Even before assuming the Chairmanship, Chairman Akaka's zero tolerance of 
underfunding of the VA health care system was well known. When lawmakers learned 
of the billion dollar plus shortfall in veterans' health care dollars in 2005, then Ranking 
Member Akaka demanded immediate action to ensure that veterans were shielded 
from faulty budget predictions, short staffing and closed hospital beds. Chairman 
Akaka's never-ending quest to fund the full "cost of war" by providing adequate and 
predictable funding for the VA health care system culminated in one of the most 
important pieces of veterans' legislation in this nation's history. The Veterans Health 
Care Budget Reform and Transparency Act of 2009, cosponsored by Chairman Akaka 
(and House VA Chair Bob Filner) finally put an end to the yearly uncertainly that plagued 
every VA hospital and clinic through advance appropriations and more reliable budget 
forecasting. I was deeply honored to be present at the bill signing, and to know that 
President Obama's commitment to AFGE to bring about VA health care funding reform 
played an important role in reaching this milestone. 

The impressive list of veterans' issues that Chairman Akaka championed throughout his 
tenure on the VA Committee reveals both his resolve to leave no veteran behind as well 
as his personal connection to the struggles of wounded warriors, through his own 
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military experience. After he cosponsored the Post 9/11 Gl Bill of Flights, he continued 
to fight for improvements in these critical benefits, because as he noted, "The World 
War II Gl Bill changed my life, and my generation." He fought for adequate treatment 
and compensation for PTSD and traumatic brain injury, and his landmark legislation to 
provide support to caregivers of wounded warriors has had a profound impact on these 
families. 

Although Chairman Akaka regularly called for substantial funding increases in the VA 
health care budget, for both direct care and specialized veterans' research, he never 
tolerated the misuse of taxpayer dollars, especially when it adversely impacted 
veterans. He led the fight to protect VA health care dollars from privatization studies in 
2005, and later, brought to light the excessive management bonuses being paid to VA 
officials while basic health care services for veterans were underfunded. Chairman 
Akaka was equally outraged at the Bush Administration's attempt to prohibit voter 
registration at VA facilities and led efforts to reverse this unfair policy as Chairman. 

As the National President of the largest federal employee union, I am especially grateful 
for Chairman Akaka's interest in the unique perspective our members lend to the 
legislative process, and his courageous efforts to protect the rights of all front line 
employees who risk their careers to speak up for veterans. I had the privilege of 
testifying before Chairman Akaka on VA health care and benefits issues, as did several of 
our members. Chairman Akaka understood so well that listening to front line 
employees is not only critical to workplace morale, but to ensuring that veterans are 
properly cared for. He also had great sensitivity to the hazards of whistleblowing, At 
the 2005 budget shortfall hearing. Chairman Akaka recounted all the examples he had 
solicited from our members on the front lines of VA health care to illustrate the harsh 
impact of short funding on the quality and access of veterans' care. He also always 
recognized the sacrifices of these whistleblowers. As he stated at the 2005 hearing, 
"[djespite the tremendous pressure to keep quiet, VA's dedicated providers have been 
forthright about the fact that they [management] were raiding capital accounts just to 
make ends meet." 

AFGE is still fighting to protect the rights of whistleblowers, including a VA psychologist 
who has faced intense retaliation for her recent testimony. Chairman Akaka's eloquent 
remarks on the witness' behalf at that hearing, coupled with his steadfast commitment 
to work with Chairman Murray to protect her right to speak up for patients, have been 
invaluable in our efforts to protect all the brave employees who come forward. 

Thank you for the opportunity to testify. I will be happy to respond to any questions. 
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Chairman Akaka, Senator Johnson, Members of the Subcommittee, thank you very 
much for the opportunity to appear before you today, I am Max Stier, President and CEO 
of the Partnership for Public Service, a nonpartisan, nonprofit organization dedicated to 
revitalizing the federal civil service and transforming the way government works. 

Let me first say. Senator Akaka, that I am honored to be here today to help you mark 
your final hearing as Chairman of the Oversight of Government Management 
Subcommittee. My colleagues and I have had the pleasure of working with you and your 
exceptional staff - in your personal office and on this subcommittee - since the 
Partnership was established eleven years ago. 

Even before you assumed a leadership role on this subcommittee in 2005, you 
distinguished yourself as a champion of better government, and a friend to the people 
serving in government. Building a world-class federal workforce is an immense 
challenge, and we thank you for your tireless work. While many do not consider federal 
workforce issues to be “sexy", they are absolutely critical to ensuring we have an 
efficient and effective federal government that delivers results for the American people. 
You have been a true hero for federal workers, and your leadership on key workforce 
issues - recruiting and hiring, manager training, Senior Executive Service (SES) reform, 
and telework, among others - has made a real difference. You have also helped shine a 
spotlight on the important contributions that federal employees make every day through 
your service as co-chair of the Congressional Public Service Caucus and sponsor of the 
annual Senate resolution recognizing the first week in May as Public Service 
Recognition Week. 

Today, we have an opportunity to celebrate the significant progress that has been made 
to date and provide recommendations that we hope the next chair and ranking member 
of this subcommittee will champion in the 1 1 3th Congress. 

Progress on Reform Efforts 

Reforming the Federal Hiring Process 

Our country faces vast challenges today, and the demands on our federal government 
are greater than ever. The Partnership was founded on the premise that good 
government starts with good people. In order for federal agencies to effectively deliver 
on their missions for the American people, they rely on talented individuals to perform 
critical functions. Unfortunately, there are many barriers to attracting top talent to 
government today. Only 1 3 percent of college students say they are knowledgeable 
about federal opportunities and how to apply for them. For those who are aware of 
federal opportunities, the lengthy and cumbersome hiring process turns top talent away. 

Senator Akaka, you and former Senator George Voinovich recognized that in order for 
our government to compete for talent, the federal hiring process had to be fixed, and you 
made reform a top priority. In 2009, you introduced the Federal Hiring Process 
Improvements Act, which streamlined the federal hiring process and made it more user- 
friendly and transparent. The bill allowed applicants to apply with a traditional resume, 
rather than submitting lengthy essays, reduced the time to hire and required timely 
notification. It also called for better metrics to understand both applicant satisfaction with 
the hiring process and hiring manager satisfaction with the quality of new hires. The 
Partnership was pleased to work with you and Senator Voinovich on this bipartisan 
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legislation. This legislation passed the Senate and laid the ground work for the 
Presidential Memo on Improving the Federal Recruitment and Hiring Process, which was 
issued on May 11, 2010. President Obama’s memo heavily reflected the reforms you 
and Senator Voinovich outlined in your legislation. 

We are happy to report that two years later much progress has occurred in federal 
agencies. The majority of agencies are now using resumes in the initial stage of the 
application process. Applicants are receiving more frequent and timely notification from 
agencies about the status of their applications. Hiring managers have also become more 
involved in the hiring process, which is increasing the quality of the hires made. 

Agencies are now collecting data to better understand time-to-hire and applicant and 
manager satisfaction with hiring outcomes. This data is posted publicly online at 
www.performance.gov. 

The administration has also taken significant steps to increase diversity in the federal 
government and increase the hiring of veterans and people with disabilities. President 
Obama issued Executive Orders addressing each of these issues. With respect to 
diversity, the FY201 1 Federal Equal Opportunity Recruitment Program Report found that 
the representation of minorities in professional and administrative positions had 
increased by 3.5 percent and the number of women represented in professional and 
administrative positions had increased by 1 .9 percent since FY2010.' Agencies were 
also successful in hiring 18,738 people with disabilities in FY2011, representing an 
increase in the percentage of new hires with disabiSties from 10.3 percent in FY2010 to 
14.7 percent in FY201 1 Finally, as a result of the President's Veterans Employment 
Initiative, the federal government hired 65,000 veterans in FY201 1 , representing 28.5 
percent of total hires. This is the highest percentage of veterans hired in over 20 years.® 

We believe it is critical that the next administration, whether it is led by President Obama 
or Governor Romney, sustain these efforts and make hiring reform a priority. We 
encourage the next administration to maintain a focus on metrics and track progress 
real-time. In addition, we believe that talent management is a leadership responsibility; 
we encourage agencies to hold their executives accountable for recruiting and hiring, 
and to reflect this in executive performance plans. This subcommittee must continue to 
play a critical oversight role by holding hearings, as you have done, and by asking tough 
questions to ensure that the hiring process is more efficient and agencies are hiring the 
very best talent for the job. 

The Partnership will continue work with the next administration and Congress to sustain 
and improve upon hiring reform efforts. We ultimately believe that in order to achieve 
true hiring reform, the underlying civil service laws must change, and we recommend 
later in this testimony that this be accomplished as part of comprehensive civil service 
reform. 


' Office of Personnel Management, Federal Equal Opportunity Recruitment Program Report for FY201 1, 
httD://wvwv.ODm gov/About OPM/reDorts/feorp/201 1/feorp201 1 .Pdf (accessed 14 Sept. 2012). 

^ Office of Personnel Management, Employment of People with Disapilities in the Federal Executive Branch 
Report FY201 1, http //WWW ODm.gov/diversitvandinclusion/reports/disabilitv/DisabilitvReportFY1 1 07-24- 
12 pdf (accessed 14 Sept. 2012). 

^ Office of Personnel Management, Annual Performance Report FY201 1. February 2012, 
http./.'www opm gov/gpra/opmaora/performance report2011.pdf (accessed 14 Sept. 2012). 
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Recruiting and Hiring Students and Recent Graduates 

Cracking the federal job market is particularly difficult for students and recent graduates 
because it favors individuals with more experience, often putting young talent at a 
disadvantage when applying for federal positions. As a result, the Obama administration 
created three new Pathways Programs to help students, recent graduates and graduate 
students find internships and jobs in the federal government (Internship Program, 
Recent Graduate Program and Presidential Management Fellowship Program, 
respectively). The programs were laid out in President Obama’s Executive Order 1 3562, 
Recruiting and Hiring Students and Recent Graduates, issued on December 27, 201 0. 

The Partnership is pleased that the current administration has made the hiring of 
students and recent graduates a priority. The Pathways Programs are critical ways for 
agencies to identify high-performing talent by observing students and recent graduates 
on the job. We were particularly pleased to see that the final regulations allow agencies 
to convert students and recent graduates participating in these programs to permanent 
positions, as long as they have satisfied the requirements of the program, there is a 
position available and the individual meets the qualifications for that position. This is a 
common-sense and cost-effective approach to building a talent pipeline for government, 
and is a strategy the private sector has utilized for years. Currently, the private sector 
converts 58.6 percent of interns into full-time hires.’’ The federal government lags far 
behind, with only 6.2 percent of interns advancing to permanent positions in their 
agencies.® Hopefully, we will see significant change in this latter statistic under the 
Pathways Programs. 

The final regulations for the Pathways Programs went into effect on July 1 1 , 2012. The 
regulations direct agencies to submit an MOD to the Office of Personnel Management, 
outlining how they plan to use the three programs. Unfortunately, only a handful of 
agencies have submitted their plans, and agencies can only implement the Recent 
Graduates Program if they have an MOU in place. However, they can currently 
implement the Internship Program and Presidential Management Fellows Program 
without an MOU but will need to have one in place by early January 2013. It is also 
challenging because even though the programs are being publicized, very few positions 
have been posted on USAJOBS.gov. As a result, while students may be hearing about 
the programs, they are unable to apply for them. 0PM has been applying pressure on 
the agencies to submit their MOU’s and get the programs up and running. 

The Partnership is also working with agencies to help them understand and implement 
the new Pathways Programs. This fall we are hosting a series of workshops and in- 
depth group planning sessions that will assist agencies in addressing four key areas; 
program design and evaluation; recruitment and marketing; training and development; 
and assessment. We also plan to work directly with the Department of Health and 
Human Services to assess the effectiveness of the agency’s student and entry-level 
programs and leverage the new Pathways Programs to fill current gaps and meet the 
agency’s anticipated hiring needs. 


” National Association of Colleges and Employers, 2012 Internship & Co-op Survey, April 2012, 4, 
http://www.naceweb.ora/intern-co-OD-survev/ . 

” Partnership analysis of the fiscal 2010 Enterprise Human Resources Integration-Statistical Data Mart 
{EHRI-SDM). provided by the Office of Personnel Management. 
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We know it is challenging for agencies to conduct thorough and accurate workforce 
planning and anticipate hiring needs in the short term given current budget uncertainties, 
but we encourage agencies to utilize the Pathways Programs to the best of their ability 
since this is a cost-effective way to build talent pipelines. We also encourage this 
subcommittee to provide oversight and ensure that agencies are effectively 
implementing the regulations. The Pathways Programs are meant to supplement but not 
replace the traditional hiring process, and safeguards have been put into place to ensure 
that the programs are not abused. 0PM, for example, has the ability to cap the number 
of individuals that can participate in the Pathways Programs in any given agency, thus 
limiting the number that can be converted, if they suspect abuse is occurring. This 
subcommittee can continue to monitor progress on program implementation and support 
0PM and the agencies in assessing the use and effectiveness of these programs in 
recruiting students and recent graduates. 

In addition to working with 0PM and agencies to implement the new Pathways 
Programs, the Partnership will continue to work hard to educate the next generation 
about opportunities to serve in government through our Call to Serve program. Call to 
Serve is comprised of more than 760 colleges and universities and 80 agencies 
dedicated exclusively to promoting federal opportunities and ensuing that government 
has the talent it needs to succeed. As part of that effort, the Call to Serve Speakers 
Bureau has reached more than 20,000 students and job seekers. On average, interest in 
working for the federal government increased by 40 percent among students and job 
seekers who attended an event featuring one of our Speakers Bureau members. We 
have 41 speakers lined up to share their experiences in federal government with 
students across the country this fall. Finally, five agencies are working with the 
Partnership to implement Federal Student Ambassador programs this year. As part of 
this program, 36 former federal interns have returned to their campuses to promote 
federal opportunities to their peers, faculty and career advisors. 

Developing Leaders and Strengthening the Executive Corps 

At the other end of the spectrum, government’s struggle to compete for experienced 
talent is especially troublesome when more than half of the members of the Senior 
Executive Service (SES) are eligible to retire and take with them a wealth d 
institutionalized knowledge and specialized expertise. With these departures, 
government has a unique opportunity to fundamentally rethink the way it develops 
leaders, hires and selects talent for the SES, and equips new members with the tools to 
be successful federal executives. 

Senator Akaka, we thank you for taking the first step in introducing legislation, the Senior 
Executive Service Reform Act, in March 2012 that begins to address many of the 
challenges facing our executive leadership corps. Your legislation contains a number of 
important provisions that will help restore career leadership, strengthen career 
development, improve executive pay and performance management and encourage 
greater diversity. We were particularly pleased to see that your legislation authorizes 
agencies to establish inter-agency, inter-governmental and inter-sector rotation 
programs. We believe this will promote greater opportunities for mobility among the 
SES, including between different sectors. We were also pleased that your bill requires 
0PM to create a centralized database of rotation and other developmental opportunities. 
The bill also codifies the Executive Resources Office, which has been established at 
0PM; in addition to collecting data about the current SES, the Executive Resources 
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Office is required to conduct an exit survey to better understand why executives are 
leaving. 

Mr. Chairman, despite your departure, we hope this subcommittee will take up similar 
legislation in the 1 13th Congress. The Partnership believes the bill can be strengthened 
with the addition of a few key provisions, many of which were added to the House 
legislation introduced by Representative Jim Moran in June 2012, H.R. 6042. These 
provisions require agencies to accept resumes in the initial stage of the application 
process, require agencies to evaluate vacant SES positions and reclassify them as 
Senior Level (SL) or Senior Technical (ST) if they are more technical in nature, and 
direct agencies to strengthen Candidate Development Programs (CDPs). Rep. Moran's 
bill also includes a provision that would hold executives accountable for dealing 
constructively with employee feedback. 

More importantly, however, the Partnership believes that any comprehensive SES 
reform bill shouW include a requirement that individuals have work experience in another 
agency, level of government or sector before being admitted to the Senior Executive 
Service. At a time when we require our leaders to work across boundaries, levels of 
government and sectors to solve complex issues, it is critical that we select executives 
who have a diversity of experience and perspectives from which they can draw. This will 
enhance their ability to apply innovative solutions to problems and adapt to changing 
environments. The Partnership made the case for mobility in a recent report written in 
partnership with McKinsey and Company entitled “Mission Driven Mobility; 

Strengthening Our Government Through a Mobile Leadership Corps.”® We also believe 
that the Office of Management and Budget (0MB) should play a critical role in ensuring 
that executive talent is adequately recruited, hired, developed and deployed to meet the 
high-priority goals of our nation. 

In addition to working with Congress on legislative reforms in the 1 13th Congress, the 
Partnership also looks forward to working with the next administration to sustain many of 
the good reforms already underway. In 2010, the President's Management Council 
(PMC), working with the Chief Human Capital Officers Council and in partnership with 
0MB and 0PM, embarked on a cross-agency effort to improve the Senior Executive 
Service. The initiative focused on three key areas - recruitment and selection, 
performance management and career development. Three working groups were 
established to tackle these issues, and then, subsequent initiatives were launched to 
implement the working group recommendations. 

As part of this effort, the Partnership had the pleasure of collaborating with 0PM and 
seven agencies, including the departments of Labor, State, Housing and Urban 
Development, Agriculture and Education, as well as the General Services Administration 
and Small Business Administration, on a pilot project to identify best practices in 
implementing a resume-based approach to hiring talent for the SES. At the conclusion of 
the pilot, the Partnership, with the benefit of input from the participating agencies, 
produced a workbook to help Executive Resources and hiring officials better understand 
the benefits of resume-based hiring and how to implement it effectively. 


® Partnership for Public Service and McKinsey and Company, Mission Driven Mobility: Strengthen Our 
Federal Government Through a Mobile Leadership Corps, February 29, 2012. 
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Other highlights of the SES reform initiative included the development of a model Senior 
Executive Service performance appraisal system. The new system provides a 
framework and common process for communicating expectations and evaluating 
performance, which can be used in agencies across government. In addition, the career 
development working group inspired the creation of an interagency rotational program 
for GS 1 3-1 5s. With the launch of a third cohort in October, more than 100 federal 
employees will have participated in this program. A dozen agencies and several 
interagency councils have been invoked, with expected expansion in future cohorts. 
Finally, an executive onboarding model was created to help new executives make the 
transition to the SES. 

The Partnership encourages the next administration to continue to make SES reform a 
priority and build upon many of the good efforts already under way. We also urge 
Congress to pass SES reform legislation to ensure that agencies have the tools they 
need to effectively recruit, hire, onboard and develop executives, both career and 
political. Legislation should strengthen the executive corps so it is truly a mobile corps of 
leaders with management and technical expertise that works effectively across 
organizations and can be deployed to tackle new challenges as they arise. 

Agencies should also make an investment in developing leaders before they get to the 
SES, particularly leaders at the GS 13-15 levels, to ensure government has not only 
subject matter experts but also strong managers. The Partnership is pleased to support 
Senator Akaka’s Federal Supervisor Training Act, which would expand training 
requirements for federal employees. As budgets continue to tighten, training line items 
are often among the first to be cut. The Partnership urges Congress to ensure that 
agencies have the funding they need to develop strong leaders and managers. This 
short-term investment will most certainly pay for itself over time. 

Workplace Flexibilities 

in order for government to attract and retain lop talent, it must keep up with the changing 
workplace environment. A key to remaining competitive is fostering workplace cultures 
that promote greater work-life balance and better utilize and expand existing work-life 
programs and flexible work arrangements (e g., compressed workweeks, flextime, part- 
time work, job sharing and telework). While workplace flexibilities are a useful 
recruitment tool and provide benefits for federal employees, they also add significant 
value for the employing organization. Flexibilities such as telework generate cost 
savings, increase productivity and help retain top talent. 

Senator Akaka, we were pleased that you and Senator Voinovich successfully 
championed the Telework Enhancement Act, which was signed into law in 2010. Your 
legislation requires all agencies to institute telework programs and creates a framework 
for implementation that provides greater standardization across agencies, with the 
ultimate goal of increasing opportunities for telework. 

In June 201 2, 0PM issued a report^ on the status of telework implementation. Eighty- 
seven agencies responded to their request for data in the fall of 201 1 . All of these 


^ Office of Personnel Management, 2012 Status ofTeleworkin the Federal Government, June 2012, 
httD://vww/ telework. gov/Reports and Sludies.rAnnual ReDorts/2012teleworkreDort.Ddf (accessed 14 Sept. 
2012 ). 
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agencies had established telework policies and roughly three-quarters of the policies 
met the requirements of the Telework Enhancement Act at the time of the request. 
Additionally, all of the responding agencies required to designate a Telework Managng 
Officer (TMO) to oversee these programs had either an acting or permanent TMO in 
place. All Executive branch agencies that responded to the data request and were 
required to notify their employees of their ability to telework had done so. 

This is great progress, and we urge this subcommittee to continue to work with agencies 
to ensure they have the tools and resources necessary to implement these reforms. The 
investments being made in implementing telework programs are actually generating 
significant cost savings in agencies. The Patent and Trademark Office (PTO), for 
example, estimates that their telework programs have led to savings well in the excess 
of $20 million a year through reduced need for office space, as well as inaeased 
revenue generated from additional patent applications reviewed and because of 
productivity gains. 

The Path Forward - Comprehensive Civil Service Reform 

While much progress has been made, the Partnership believes the federal civil service 
system must be modernized if our government is to deliver on its mission for the 
American people. Public perceptions of government are at an all-time low. Agency 
leaders are financially strapped and are being asked to accomplish more with fewer 
resources, forcing them to rethink the way government operates today. The federal 
workforce is under increasing pressure, with retirement rates up 25 percent last year and 
the nature of the work changing. Underlying all of this is an outdated civil service system, 
which was created decades ago and has not kept up with the changing environment. All 
of these factors combined present us with a unique, once in a generation opportunity to 
rethink the way government operates. 

The Partnership, in collaboration with Booz Allen Hamilton, has recently embarked on an 
effort to design a management reform agenda for the next administration and Congress. 
A key component of suggested management reforms is reforming our nation's civil 
service system, and an affiliated project will be to further develop a roadmap for 
comprehensive civil service reform, to be released in spring 2013. We are engaging a 
broad group of stakeholders, including the federal employee unions, management 
groups, good government organizations, current and former government leaders, and 
private sector experts to hear their perspectives and solicit their input. 

Since the civil sen/ice reform effort just kicked off in late summer 2012, it is premature to 
share any recommendations. However, we imagine a comprehensive civil service reform 
agenda may address key issues such as hiring, pay and compensation, performance 
management and leadership development, since they are consistently cited as areas in 
need of reform. 

Hiring Reform 

As previously discussed, this administration has made great strides on hiring reform, 
working within their administrative powers to streamline the hiring process and make it 
more transparent. However, the underlying civil service laws have not kept pace with 
changes in the workplace. In the August 2012 report, “Bracing for Change: Chief 
Human Capital Cfflcers Rethink Business as Usual,” written by the Partnership in 
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collaboration with Grant Thornton LLP, the consensus among the government’s Chief 
Human Capital Officers (CHCOs) was that further progress in fixing the federal hiring 
system will require a re-examination of the unda'Iying civil service law. For example, the 
concept of “excepted service" and “competitive service" and the differences between 
how jobs are filled undereach category is cumbersome, confusing and outdated. 

Pay and Compensation 

The debate around federal pay and compensation continues to play out in the media and 
on Capitol Hill. Some believe federal employees are paid too much, others believe they 
are paid too little. The solution is not a simple one. What we do know is that the 1949- 
era pay and classification system is outdated and doesn't meet the needs of the current 
workforce, which is dynamic and ever changing. Any changes to federal compensation 
need to be done thoughtfully and with the end goal of creating a compensation system 
that is market sensitive and enables the federal government to be competitive in its 
efforts to recruit and retain top talent. This will be particularly important in mission-critical 
fields involving science, technology, engineering, math and medicine (STEMM) 
positions. If a new system is designed, it will be crucial to be mindful of the impact that 
these changes may have on the current workforce. 

Performance Management 

The federal government needs a performance management system that makes 
employee performance expectations dear and one that employees understand and trust. 
Unfortunately, nearly every CHCO interviewed for the “Bracing for Change’’ report 
indicated that the current performance management system is not achieving its intended 
results. They cited several challenges, including managers not being as involved as they 
should be, lack of uniformity in performance appraisal across agencies and difficulty in 
rewarding high performers and disciplining poor performers. 

Leader^ip Development 

In effective organizations, people are the greatest asset. The federal government must 
invest in its people and ensure they have the proper training and development to 
effectively lead their agencies. In a lime when we have to justify every penny we spend, 
it is important to take the long view and realize that strategic investment in the workforce 
now is an investment in the future. 

In summary, we believe this is a critical time for change - the public demands it, 
Congress demands it, our fiscal climate demands it. We need a federal government that 
will work better and smarter for the American people. To bring about this change, we 
need comprehensive civil service reform that will allow our federal government to recruit 
and retain top talent. The system should reward top performers and address poor 
performers. Ultimately, it should foster the development of good leaders and managers 
and ensure we are fostering a culture of innovation and performance in government. 

We will continue to work with our partners to solicit their input and look fonvard to 
sharing our recommendations early next year. 
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Conclusion 

Mr. Chairman, Senator Johnson, Members of the Subcommittee, thank you again for the 
opportunity to testify today. Hopefully, my testimony has shed light on progress to date 
and has offered some thoughtful feedback for the future. The Partnership looks forward 
to continuing to work with this subcommittee on these important issues. Senator Akaka, 
we thank you again for all you have done on behalf of our nation's civil servants. You will 
be missed! 
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Chairman Akaka, Ranking Member Johnson and Distinguished Members of the Subcommittee: 

Thank you for the opportunity to provide the views of the Government Managers Coalition 
(GMC) on the management challenges facing the federal workforce and areas in need of reform 
and resource investment. I am here today as a representative of the GMC. w'hich includes the 
Senior Executives Association, the Federal Managers Association, the Professional Managers 
Association, the FAA Managers Association, and the National Council of Social Security 
Management Associations. As you know, the GMC's executive and management professional 
associations represent over 200,000 executives and managers in the federal government. The 
GMC advocates on behalf of commonly held beliefs within the community of federal executives 
and managers regarding the formulation, implementation and execution of good governance and 
policies throughout the federal workforce. 

Before addressing the areas that the GMC would like to focus on for this hearing. I would like to 
take a moment to thank Senator Akaka on behalf of the GMC. The Senator has been a stalwart 
champion of the federal workforce and has consistently worked to help make the federal 
government more efficient and effective, it has been a pleasure to work with the Senator and his 
staff. His leadership on federal workforce issues will be sorely missed, although vve wish him 
well in his retirement. 

As Senator Akaka and the Subcommittee have noted through this hearing, progress has been 
made on many workforce issues, but there is still more work to be done. In an era of diminishing 
resources (budgets and personnel), w ith threats of more to come, it is essential that federal 
managers and executives are given the tools to effectively manage the workforce, including a 
robust supervisor training program and fair personnel systems that encourage recruitment and 
retention for mission critical positions. In the following testimony 1 will highlight a few of the 
most pressing issues facing federal managers and executives. 

Areas in Need of Reform 

There are many areas where reforms, both big and small, would contribute to a more effective 
workforce. Federal managers and executives face a variety of challenges on a daily basis - from 
having the right tools to manage the workforce, to support from agency leadership, to outdated 
personnel systems. Many of the areas of needed reform will require Congressional consideration 
and the GMC stands ready to work with the Subcommittee on these issues. 

Senior Executive Service Reform 

The GMC as a group has not taken a stance on SES reform. However, this is one of the signature 
initiatives of one of the GMC’s members - the Senior Executives A.ssociation (SEA). SEA has 
long expressed concerns with the SES pay and performance management system and the 
disincentives that are beginning to appear that lead to recruitment and retention problems. 

SEA has several recommended areas for reform. These include proposals to restore career 
leadership, create a fairer and more transparent pay and performance management system, 
provide for training and continuing development of the SES. and ensuring diversity- within the 
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SES. Making such reforms to the SES system will help all agencies recruit and retain the best 
Senior Executives and ensure that they have the necessary leadership to successfully accomplish 
the missions of their agencies. 

The Senior Executive Service is facing the same challenges as much of the federal workforce. 
Continuing anti-federal employee rhetoric, combined with efforts to reduce performance awards 
and continued pay compression, have created difficulties with recruitment and retention. It is 
imperative that the federal government has the necessary career leaders in place to operate 
government programs and to perform critical government functions. 

In order to create a more effective SES pay and performance management system, the Senior 
Executives Association is supporting legislation (S. 2249), sponsored by Senator Akaka, that 
would create needed reforms to the SES. These reforms include: 

Reforming career leadership by placing high-performing career executives in Assistant Secretary 
for Administration and other key positions requiring long-term experience at each agency, 
specifically, at the “Chief level (e.g. Chief Human Capital Officer). These positions are now 
often reserved for political appointees, as is the position of Assistant Secretary for 
Administration, which was formerly held by senior career employees in cabinet departments. 

SEA makes this recommendation because a) continuity in leadership and expertise during the 
transition from one Administration to another is needed, b) relatively short-term political 
appointees have limited ability to accomplish long-term agendas, and c) the positions SEA 
recommends be held by career appointees deal with critical human capital and agency 
operations, not policy-driven positions necessitating political appointments. Further, 
Administrations are not gaming the benefit they might from seasoned and accomplished career 
executives who know how to operate government programs and to pursue the agendas of their 
political leadership. 

Strengthening the nav and performance management system by including performance awards in 
a Senior Executive’s “high three’’ annuity calculations. SEA believes that this provision would 
make the SES an attractive career goal for the best applicants and will help assure a high quality 
future SES, SEA also supports the requirement of transparency measures for ratings and 
performance appraisals. Agencies should be required to provide each Senior Executive with 
notification of their rating and a written explanation if a lower rating is given than was 
communicated at the initial appraisal. 

Increasing diversity in the SES will pay dividends by producing a government led by executives 
who are even better able to respond to and provide services to all Americans. SEA believes this 
is achievable only through proper data, a strong pipeline, and — most of all — strong, central 
leadership on the issue. 

Ensuring a strong focus on career development, for current Senior Executives and for those 
candidates in the pipeline, is the final proposal for the SES Reform Act. Building a pipeline of 
qualified candidates to the SES and creating a culture where continuing development for the 
duration of a Senior Executive’s career is the norm are important aspects of a strong SES system. 
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Unfortunately the commitment to both of these areas is uneven across the government. Some 
training and development opportunities do exist in the form of Candidate Development Programs 
(CDPs). More attention needs to be given, however, to ensuring that Senior Executives receive 
continuing professional development throughout their careers. That includes specific “on- 
boarding” programs (which may include, for example, executive coaching and/or a mentor for 
the first year), as well as attention to activities which can keep a career executive up to date and 
revitalized throughout his or her time in the SES. 

Hiring Reform 

There have been many discussions regarding reforming the hiring process and legislation has 
been introduced to do so. Discussions on reform have centered on the general hiring process as 
overly burdensome, opaque, and time consuming and a deterrent to the best applicants. Although 
the CMC has never taken a formal position on legislation, it does believe that reform discussions 
are helpful if they identify flexibilities available for managers and agencies to easily and quickly 
hire for mission critical positions. The GMC has supported provisions allowing agencies to re- 
employ annuitants and provide phased retirement to employees eligible to retire. We believe both 
provisions are critical to ensuring succession planning and knowledge transfer. These are also 
cost effective options for agencies to use in times of budget shortfalls. The GMC encourages the 
exploration of additional options for agencies to consider in ensuring they have the proper 
workforce to complete their missions. 

Areas in Need of Investment 

Supervisor Training 

A federal supervisor, whether in the General Schedule or the Senior Executive Service, is tasked 
with a multitude of responsibilities. Often supervisory employees are promoted based on their 
technical skills in a certain area, not their management capabilities. However, upon reaching a 
supervisory position, these employees must work within their issue area and take on the added 
responsibility of managing complex personnel systems, conducting performance reviews, and 
dealing with personnel issues, such as adverse action claims. Unfortunately, most employees do 
not receive initial or ongoing training in the areas critical to effective management. 

Current federal law (5 U.S.C. §4121) requires that agencies, in consultation with the OfiRce of 
Personnel Management (0PM), create basic training programs for managers. However, the 
statute contains little guidance on the types of training managers should receive, fails to address 
how often trainings must be conducted, and does not provide any data collection or funding 
mechanisms to ensure required trainings are taking place. It is often the case that agencies 
designate training as one of the first items to be cut when funds are scarce. 

While training might be viewed as expendable and an intangible benefit, the GMC believes that 
supervisory training is absolutely critical to the success of the federal government in achieving 
its mission. In several reports, the Merit Systems Protection Board (.MSPB) has examined a 
range of issues, from managing employee engagement to addressing poor performers. In each of 
these reports, the MSPB recommended that increased training for supervisors is necessary to 
address these issues. 
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It has been the experience of our collective organizations that some employees wait over a year 
after receiving a promotion to a supervisory- position before receiving any initial training. Many 
managers and executives also note a culture within their agencies that discourages employees 
from taking time off to complete training courses and a lack of funding available for such 
trainings. This lack of prioritization in the critical area of leadership development leads to 
employee dissatisfaction, increased personnel cases, and diminished government performance. 

In order to address these issues, the GMC has long proposed strengthened requirements for 
supervisory- training. We have worked with Senator Akaka to craft the Federal Supervisor 
Training Act (S, 790) to require that managers and supervisors be provided initial training within 
one year of promotion to a supervisory position followed by mandatory training updates every 
three years. The legislation contains three primary training components vital to the success of 
agency missions: basic supervisory training, mentorship training, and training focused on 
prohibited personnel practices including collective bargaining and anti-discrimination rights. In 
addition, the measure includes an accountability provision to establish competency standards to 
ensure the training is conducted effectively and requires OPM to collect data on agency training 
programs. 

Some progress has been made on this issue over the last two years. OPM issued more robust 
regulations directing agencies to provide supervisor training and many agencies have developed 
more comprehensive programs. However, this progress is uneven across the government and 
there is no enforcement mechanism to ensure that training is prioritized when budgets are cut. 
The GMC continues to believe that legislation is necessary to place needed emphasis on this 
issue and to ensure that proper investment into training is made. 

Retirement Backlog 

Over the past year the GMC has grown increasingly concerned with the existing retirement 
backlog at OPM and its potential to grow. Given the increased use of early retirement authority 
and the potential changes to retirement benefits being considered by Congress, the GMC expects 
that many supervisors, managers, and executives will choose to retire over the next year. We fear 
this will compound the retirement processing problems which OPM is already struggling to 
address. 

OPM has made progress in addressing the current backlog and the GMC applauds these efforts. 
However, much remains to be done. It is the e.xperience of GMC members that backlogs persist 
and that it can still take six months before a newly retired employee receives a full annuity 
check. In addition, our members have experienced a lack of clear communication regarding pre- 
retirement application inquiries, the payment process, interim pay status that can range from 40- 
60 percent of the full annuity, and difficulty obtaining information on the status of their 
payments. 

We know that OPM is aware of these issues and is working to address them. We also understand 
that the process of determining and finalizing annuity payments is complex and often dependent 
on individual circumstances. Added to this is an outdated, virtually non-existent, technological 
system for processing annuities. The GMC has proposed to OPM several measures that it 
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believes will help ease some of the backlog and can serve as interim measures while 0PM 
addresses broader problems with the system. Specifically, GMC suggestions include: 

• In most instances, the retirement process should start when an employee first joins the 
civil service. Employees should be made aware they should keep records of standard 
forms, awards received, transfers to new agencies, etc. A one or two page primer should 
be included with onboarding materials for all employees. 

• Many federal agencies have failed to be proactive regarding employee retirement. 0PM, 
in conjunction with individual agencies, should prepare a standardized pre-retirement 
seminar that could be available on video or webinar to address the retirement process and 
the completion of applications. 

• When employees declare their intent to retire, they should receive a standardized 
checklist, a list of common problems that can delay the processing of the application. 
FAQs (contact numbers, what to expect in the process, etc.), and a list of forms that might 
need to be updated (beneficiaries, life insurance, etc.). They should also be reminded that 
it takes time for former agencies to pull their records because most of them are in paper 
form, and that the employee should make sure the request has been made to receive those 
records. 

• 0PM should ensure that materials provided to employees, as well as the process itself, 
are simplified to the greatest extent possible. 

• Fact sheets with a list of common errors and more complex issues should be developed 
and made available as publications. 

• 0PM should oversee the development of standard guidance to which all agency 
retirement benefits specialists would have access. This should be posted on OPM’s 
website. Alternatively, 0PM could consider creating a retirement.gov website (similar to 
telework, gov or hru.gov) where materials are posted for employees and for benefits 
specialists. 

• It would be in OPM's best interest to make use of federal employee organizations, such 
as the member groups of the GMC, to disseminate information on retirement materials, 
backlog updates, etc. Regular communication would help to ensure employees feel they 
are being kept up to date on what to expect when entering into retirement. 

• 0PM should provide retirees with a PIN to access their online accounts prior to a final 
determination of benefits being made. Updates on employee .status should be available 
online, much as is being done for Job applicants on the USAJobs website. This would 
relieve the OP.M staff of the time consuming duty of returning phone calls, and help put 
retirees’ minds at ease. 

The GMC also understands that 0PM is working under the same constraints as other federal 
agencies - limited funding and personnel to direct at this issue. Resource investment is necessary 
if 0PM is to be able to truly tackle the outstanding problems with the retirement processing 
systems. 
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Management Challenges Facing the Federal Government 

While the issues outlined above are of great concern to the CMC, there are a variety of broader 
management issues that the CMC has identified. 

Labor-Management Forums and Consultation Rights 

Of continuing concern to the GMC is the ongoing exclusion of management associations from 
agency forums. 5 C.F.R. Part 251 allows agencies to create a framework to consult with and 
communicate with non-labor organizations representing federal employees. While the regulation 
does not require agencies to include management associations in forums, the GMC believes that 
such inclusion leads to increased effectiveness when all stakeholders are brought into the 
decision-making process. 

SEA and FMA currently have seats at the National Council level. However, this does not 
necessarily translate into representation at lower level forums. Furthermore, management 
associations that are not represented at the national level within their respective agencies have 
been effectively blocked from having a voice on agency-level and local forums. 

Management associations and the employees they represent can play an important role in 
ensuring the success of agency labor-management forums. Although management associations 
do not speak for agency management, they do represent the perspective of first and second line 
managers who serve as a critical conduit between unions and agencies. First and second line 
managers and career executives are important stakeholders in many decisions that are made as a 
result of forum discussions and are also directly affected by the issues addressed in those forums. 

The GMC would like to see broader inclusion of management associations in labor-management 
forums and continues to look for ways to work together toward more effective agency, 
management and labor initiatives. 

Attrition, Hiring Freezes 

While the GMC appreciates the need to consider all avenues to reduce the deficit, continued 
hiring freezes, combined with looming proposals to shrink the federal workforce through 
attrition, create difficulties for federal supervisors in effectively managing the workforce and 
ensuring program goals are met. 

We are primarily concerned that enacting proposals promoting a government-wide workforce 
reduction or hiring freeze absent a comprehensive strategic plan will severely impede agencies' 
efforts to maintain proper staffing levels based on their established missions. Plans such as these 
fail to account for the services agencies provide to taxpayers and the personnel levels necessary 
to effectively provide such services. Agencies that have direct contact with the general public, 
such as the Internal Revenue Service, Social Security Administration and the Department of 
Veterans Affairs, rely heavily on staff to provide needed assistance at a time when American 
citizens are demanding more from their government. As you know, federal programs assist 
Americans in myriad w'ays, from food inspection and cancer research, to law enforcement and 
transportation safety. A reduction in the size of the federal workforce could well amount to a 
reduction in vital services Americans expect on a daily basis. 
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Past efforts to reduce the civil service carried out during the Clinton administration resulted in an 
immediate deterioration of service to the public, leading to the hiring of contractors to make up 
for lost work. The negative impacts of those cuts on the remaining managers and the ability of 
federal employees to meet critical missions have been long-lasting, and many agencies are still 
tackling increased workloads stemming from the civil service cuts in the 1990s. An independent 
review of the cuts in the ‘90s reported that, due to the reductions-in-force and the lack of 
corresponding workload cuts, the federal government hired hundreds of thousands of contractors 
to complete the work left behind by the dispatched federal employees. Ultimately, neither the 
cost nor the true size of the actual federal workforce (including contractors) shrank during this 
time. 

We are further concerned that efforts to arbitrarily cap or cut the sizx of the federal workforce 
fail to account for agency programs that are mandated by Congress. Agencies do not have the 
authority' to change programs or realign priorities when the workforce is reduced. However, 
when agencies are granted flexibility to cut specific programs, budgets and personnel can be 
reduced accordingly. In order for Congress to reduce the deficit in a sensible manner, agency 
programs and staffing levels should be evaluated on a program-by-program basis with 
duplicative programs and processes receiving the most attention. Congress can then provide 
agencies the flexibility to reallocate resources, including personnel, to effectively carry out the 
programs which are funded. Neglecting to do so could result in waste and inefficiency, 
exacerbating the very problems attrition proposals claim to address. 

The GMC is concerned that efforts to shrink the federal workforce without .strong planning and 
implementation goals will create lasting challenges and is not the way to ensure that the 
government functions in a business-like manner. 

Doing More with Less 

The federal government is faced with increasingly complex problems and mandates. Senior 
Executives, federal managers, and the federal workforce as a whole are being asked to do more 
with less. As agency budgets arc cut or agencies operate under continuing resolutions, the 
programs and missions that agencies must meet do not change. Furthermore, continuing pay 
freezes, potential changes to retirement benefits, and anti-federal employee rhetoric have created 
recruitment and retention challenges. At the management and executive levels, approximately 
half of the workforce is eligible to retire. 

The attention to these problems and the investment to address them is often uneven. Instead of a 
race to the bottom where the federal government's resources are cut in a manner so that it cannot 
effectively do its job, the GMC would like to see the necessary conversation about the priorities 
of the federal government, what resources each agency needs to carry out its mission and the 
tools that the federal workforce needs to be effective. 

The Government Managers Coalition looks forward to sharing the experiences of its members 
and its suggestions in the areas of reform and resource investment as conversations occur both 
inside and outside of Congress. We thank you for the opportunity to raise our concerns and look 
forward to the continued dialogue that stems from this hearing. 
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Post-Hearing Questions for the Record 

Submitted to the Honorable John Berry, Director of the U.S. Office of Penionnei 
Management 

From Senator Mark Begich 
“Investing in an Effective Federal Workforce” 


September 19, 2012 


! . As you know, Federal annuitants in the Tson-foreign Areas (Alaska, Hawaii, and U.S. 
territories) who retired between 1994 and 2009, were not covered by the Federal 
Employee Pay Comparability Act of 1 990. The Non-foreign Area Retirement Equity 
Assurance Act of 2009 only covers employees who were employed by the Federal 
government after January I, 2010, and with duty station in Alaska, Hawaii and the U.S. 
territories. Would the Office of Personnel and Management, Retirement Operations, 
please provide me with the number of annuitants or survivors, who retired in Alaska, 
Hawaii and the U.S. territories between the years of 1994 and 2009? Please also break 
out the numbers by type of retirement (CSRS, CSRS Offset, FERS, FAA, and any other 
applicable retirement plan), as well as the annuitant's retirement grade. 


Notes about the data source 
Data from... 

• FY2010 and later pulled from OPM’s Enterprise Human Resources Integration Statistical Data Mart (EHRI-SDM). 

• FY2009 and earlier pulled from OPM’s Central Personnel Data File (CPDF). 

Coverage is limited to Federal civilian employees with the following inclusions or exclusions: 

B(ecub\« Branch exdustons; 

• U.S. Postal Service 

• Postal Rate Commission 

• Central Intelligence Agency 

• National Security Agency 

• Defense Intelligence Agency 

• National Geospatial-intelligence Agency 

• Office of the Director of National Intelligence 

• White House Office 
Legislative Branch inclusions: 

• Government Printing Office 

• U.S. Tax Court 

• Dvwght D. Eisenhower Memorial Commission 

• Financial Crisis Inquiry Commission 
Judida! Branch exclusions: 

• Entirely excluded 

The above represents current coverage and is subject to change over time. 


• Office of the Vice President 

• Foreign Service Personnel at the State Department 

• Tennessee Valley Authority 

• Board of Governors of the Federal Reserve 

• Public Health Service's Commissioned Officer Corps 

• Non-appropriated fund employees 
' Foreign Nationals Overseas 

• Ronald Reagan Centennial Commission 

• Medicare Payment Advisory Commission 

• U.S. - China Economic and Security Review Commission 

• U.S. Commission on international Religious Freedom 
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Recent significant chan* to ‘ 

• The Bureau of Consumer Financial Protecfion, a component of the Federal Reserve, began reporting in March 
2011 . 

• The Federal Bureau of Investigation did not report date on personnel actions until FY2007, 

• The State Department stopped providing date on Foreign Senrice Personnel in March 2006- 

More information about our data sources can be found at http://wvw.opm.gov/feddata/guidance.asp 

Notes about your request 

Counts include nonseasonai full-time permanent employees - from October 1, 1994 through September 30, 2009 

EXECUTIVE BR.ANCH RETIRE.MENTS OF NSFTP FEDERAL CIVILIAN 
EMPLOYEES - FYS 1994 THROUGH 2009 
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EXECl TIVE BRANCH RETIREMENTS OF NSFTP FEDERAL CTVU.I AN 
EMPLOY EES - FA S 1994 TO 2009 



FYI994 

FY1995 

FY1996 

FY1997 

FY1998 

FY1999 

FY2000 

FY2001 

FY2002 

ALASKA 

CRSR 

375 

349 

226 

202 

296 

15! 

152 

194 

162 

FERS 

54 

50 

53 

50 

73 

60 

78 

80 

83 

FSPS 

1 


1 

2 


2 




OTHER 


2 



_j 






430 

401 

280 

254 

369 

213 

230 

274 

245 

HAWAII 

CRSR 

626 

397 

646 

446 

401 

469 

419 

395 

363 

FERS 

41 

68 

40 

62 

76 

86 

90 

78 

106 

FSPS 

3 

5 

3 


5 


3 

1 

2 

OTHER 






I 





670 

470 

689 



508 

482 

556 

512 

474 

471 


US TERRITORIES 


CRSR 

293 

411 

328 


238 

FERS 

29 

50 

71 

99 

m 

FSPS 


1 

1 


3 


3 


162 


400 


512 
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FY2003 

FY2004 

FY2005 

FY2006 

FY2007 

FY2008 

FY2009 

ALASKA 

CRSR 

234 

186 

210 

201 

180 

200 

135 

FERS 

101 

85 

122 

122 

165 

193 

163 

FSPS 





1 



OTHER 









335 

271 

332 

323 

346 

393 

298 

HAWAII 

CRSR 

487 

457 

479 

371 

651 

338 

205 

FERS 

135 

135 

122 

182 

210 

212 

149 

FSPS 


2 

3 

1 

5 



OTHER 






1 



625 

594 

604 

554 

866 

550 

354 

US TERRITORIES 

CRSR 

194 

236 

177 

181 

153 

143 

113 

FERS 

77 

115 

106 

113 

135 

126 

114 

FSPS 

4 

1 



--> 



OTHER 

275 

352 

283 

294 

288 

269 

227 
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EXECUTIVE BRANCH RETIREMENTS OF NSFTP FEDERAL CIVIITAN 
EMPLOYEES - FYS 1994 TO 2009 

ALASKA: 



r 

FY 

1994 

FY 

1995 

FY 

1996 

FY 

1997 

FY 

1998 

FY 

1999 

FY 

2000 

FY 

2001 

GS/GM/GG/GH 

* * 










01 



1 



1 




02 




1 

1 

1 




03 


1 



1 



1 


04 

5 

5 

5 

5 

3 

5 

5 

7 


05 

20 

17 

13 

13 

16 

12 

11 

11 


06 

8 

15 

12 

7 

14 

9 

8 

14 


07 

20 

19 

16 

7 

12 

14 

8 

11 


08 

4 

7 

3 

2 

2 

1 

3 

2 


09 

29 

20 

21 

22 

32 

11 

10 

16 




10 

4 

7 

3 

6 

2 

2 

2 

5 


11 

58 

45 

41 

24 

43 

22 

25 

30 


12 

66 

52 

43 

31 

50 

25 

35 

31 


13 

69 

52 

22 

25 

30 

17 

15 

23 


14 

31 

23 

12 

8 


12 

5 

3 


15 

21 

6 

5 

4 

9 

2 

2 

I 

OTHER 

PAYPLANS 

XX 

95 

132 

83 

99 

146 

79 

101 

119 



430 

401 

1 

280 

254 

369 

213 

230 

274 





Ill 




FY 

2002 

FY 

2003 

FY 

2004 

FY 

2005 

FY 

2006 

FY 

2007 

FY 

2008 

FY 

2009 

GS/GM/GG/GH 

** 










01 










02 










03 


1 



1 



1 


04 

4 

5 

4 

4 

1 

4 

3 

1 


05 

4 

17 

4 

14 

5 

4 

8 

8 


06 

7 

15 

5 

10 

8 

13 

12 

9 


07 

10 

19 

11 

10 

10 

18 

14 

18 


08 

2 

7 

4 

1 

5 

5 

7 

5 


09 

12 

20 

21 

22 

27 

17 

17 

15 


10 

1 

7 

1 

3 

7 

3 

2 

8 


11 

37 

45 

33 

39 

42 

37 

46 

44 


12 

27 

52 

40 

48 

48 

48 

42 

39 


13 

17 

52 

22 

18 

29 

35 

29 

18 


14 

7 

23 

9 

12 

15 

4 

11 

6 


15 

10 

6 

2 

7 

6 

6 

5 


OTHER 

PAYPLANS 

XX 

107 

132 

115 

144 

119 

152 

197 

126 



245 

401 

271 

332 

323 

346 

393 

298 
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HAWAII: 




FY 

1994 

FY 

1995 

FY 

1996 

FY 

1997 

FY 

1998 

FY 

1999 

FY 

2000 

FY 

2001 

GS/GM/GG/GH 

** 




1 

3 





01 










02 


1 




1 


1 


03 

2 

5 

6 

7 


2 

1 

1 


04 

26 

9 

15 

10 

16 

13 

5 

8 


05 

36 

41 

21 

32 

42 

57 

24 

22 


06 

26 

31 

24 

23 

20 

30 

14 

15 


07 

38 

25 

31 

33 

28 

30 

20 

23 


08 

12 

8 

9 

11 

9 

4 

5 

7 


09 

52 

39 

33 

36 

37 

45 

23 

33 


10 

9 

9 

4 

12 

4 

2 

3 

9 


11 

63 

57 

56 

42 

43 

49 

51 

38 


12 

77 

66 

71 

56 

61 

48 

65 

60 


13 

42 

32 

39 

19 

31 

28 

39 

45 


14 

21 

12 

13 

10 

12 

11 

13 

17 


15 

6 

4 

10 

12 

6 

5 

4 

4 

OTHER 

PAYPLANS 

XX 

260 

131 

357 

204 

170 

231 

245 

191 



670 

470 

689 

508 

482 

556 

512 

474 
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FY 

2002 

FY 

2003 

FY 

2004 

FY 

2005 

FY 

2006 

FY 

2007 

FY 

2008 

FY 

2009 

GS/GM/GG/GH 











01 










02 


1 








03 

2 

2 

4 


3 

1 

3 



04 

7 

15 

9 

7 

7 

11 

6 

3 


05 

33 

43 

19 

29 

23 

33 

15 

14 


06 

15 

23 

31 

21 

24 

38 

17 

16 


07 

28 

41 

36 

33 

27 

38 

9 

16 


08 

11 

14 

10 

11 

13 

15 

10 

2 


09 

25 

41 

41 

31 

37 

37 

20 

14 


10 

6 

1 

3 

8 

iO 

6 

1 

2 


11 

50 

53 

56 

58 

42 

60 

39 

21 


12 

47 

92 

92 

82 

73 

115 

50 

34 


13 

45 

40 

56 

48 

55 

54 

38 

10 


14 

10 

18 

19 

31 

14 

21 

12 

4 


15 

8 

5 

8 

9 

12 

10 

5 

3 

OTHER 

PAYPLANS 

XX 

184 

236 

210 

236 

214 

427 

325 

215 



47! 

625 

594 

604 

554 

866 

550 

354 
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U.S. TERRITORIES: 




FY 

1994 

FY 

1995 

FY 

1996 

FY 

1997 

FY 

1998 

FY 

1999 

FY 

2000 

FY 

2001 

GS/GM/GG/GH 





3 

5 





01 




2 






02 






1 


1 


03 

3 

2 

1 

4 

2 

2 

3 



04 

11 

15 

7 

14 

7 

11 

4 

5 


05 

21 

41 

31 

25 

27 

17 

30 

13 


06 

8 

14 

11 

16 

14 

10 

20 

11 


07 

16 

31 

14 

28 

31 

13 

16 

14 


08 

9 

12 

12 

7 

3 

6 

8 

8 


09 

22 

30 

28 

33 

18 

19 

32 

13 


10 

4 


3 

2 

3 

6 

7 

6 


11 

24 

36 

25 

48 

35 

23 

34 

23 


12 

29 

64 

28 

37 

24 

2! 

35 

16 


13 

22 

24 

26 

17 

6 

16 

10 

17 


14 

12 

10 

2 

4 

6 

3 

7 

8 


15 

1 

4 

1 

1 

1 

2 

4 

1 

OTHER 

PAYPLANS 

XX 

140 

176 

211 

271 

139 

119 

267 

46 



322 

462 

400 

512 

321 

269 

477 

182 
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FY 

2002 

FY 

2003 

FY 

2004 

FY 

2005 

FY 

2006 

FY 

2007 

FY 

2008 

FY 

2009 

GS/GM/GG/GH 

^ !jC 



1 







01 



1 



2 




02 










03 

2 

1 

4 


2 

1 

1 

2 


04 

9 

6 

5 

3 

3 

6 

5 

6 


05 

25 

22 

29 

17 

15 

9 

23 

13 


06 

12 

22 

2! 

16 

12 

20 

10 

6 


07 

lo 

31 

30 

17 

24 

19 

18 

20 


08 

10 

4 

6 

17 

14 

14 

12 

11 


09 

22 

25 

36 

22 

15 

13 

17 

14 


10 

1 

4 

4 

6 

5 

2 

2 

1 


11 

30 

39 

57 

32 

44 

57 

30 

20 


12 

13 

25 

38 

41 

40 

36 

37 

19 


13 

12 

22 

25 

22 

32 

18 

16 

18 


14 

6 

5 

5 

9 

12 

10 

4 

7 
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Statement Submitted by the 

International Federation of Professional and Technical Engneers, AFL-CIO, CLC 

The International Federation of Professional and Technical Engineers (IFPTE) would 
like to thank Chairman Daniel Akaka for holding today's important hearing. IFPTE is 
submitting the following statement and respectfully asks that it be made a part of the hearing's 
official record. 

IFPTE is labor union representing upwards of 90.000 highly skilled professional and 
technical workers in the private, federal and public sectors throughout the United States and 
Canada. Included in our membership are tens of thousands of federal employees, including 
workers employed by the Navy, the Tennessee Valley Authority (TVA). the Social Security 
Administration (SSA). the Army Corps of Engineers, the Government Accountability Office 
(GAO), the Department of Energy (DOE), the E.\ecutive Office of Immigration Review-, the 
National Oceanic and Atmospheric Administration (NOAA). the Bureau of Reclamation, the 
Defense Logistics Agency (DLA), the Congre.s.sional Research Service (CRS). and NASA. 

The subject matter of today's hearing is fm-esling m the Federal Workforce. Today also 
marks the last hearing to be held by this Subcommittee under the stewardship of Chairman 
Akaka. As we all are well aware. Senator Akaka is retiring at the conclusion of this Congress. 
It is with this in mind that IFPTE would like to reflect on Senator Akaka 's stellar career in the 
Congress, his leadership over many years in support of federal employees, and his vision for 
ensuring that our federal workforce remains the best in the world. 

Obviously Senator Akaka understands the importance of inve.sting in the federal 
workforce. This is reflected in the many bills he has sponsored that are geared towards 
maintaining and enhancing our highly .skilled civil servant workforce. Two bills in particular 
stand out: one to create labor./management partnerships in government agencies and the other 
calling for a comprehensive training program geared toward both labor and management at all 
government agencies. Indeed, it is with Chairman Akaka’s support, and buoyed by these two 
bills, that we now have labor/management partner.ship relationships in most government 
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agencies. Speaking in support of partnership last year at an October 1 I'". 201 1 hearing before 
this committee. Chairman Akaka said that, "Employees are in the best position to inform 
executives about the details of operational problems or inefficiencies. In addition, labor- 
management partnerships improve employee morale, which also helps drive better 
performance." IFPTE could not agree more. 

A real time example of the value of partnership is best illustrated by looking at the Pearl 
Harbor Naval Shipyard in Chairman Akaka's home State of Hawaii, where the Senator has 
worked closely with the members of IFPTE Local 121, and the Hawaii Metal Trades Council. 
This includes his backing of the labor backed, and management adopted Moonshine program 
which has enabled the Navy to save hundreds of millions of dollars over many years. 

Senator Akaka has also pii.shed the federal government to look long into the future and 
create a hiring plan that will ensure that the needsofthe taxpayers will continue to be met. For 
example, two years ago. in 2010. Chairman Akaka held a hearing taking a look at the federal 
government's strategic hiring plan. This is an issue that is near and dear to IFPTE. as the 
government is facing an impending wave of federal retirements from the baby boomer 
generation, with a potential skills gap that could result without a well-developed strategic 
human resources plan. IFPTE applauds Senator Akaka for taking this issue on. as our union 
believes that it is this type of strategic vision and plan that is lacking at agencies .such a.sN ASA. 
It is IFPTE's position that government agencies like NASA have a long way to go in developing 
a plan that will enable them to compete for the best and brightest workers of tomorrow. IFPTE 
is hopeful that the next Chairperson of this Subcommittee will take the baton from Senator 
Akaka in taking a close look at the potential skills gap that could result in agencies across our 
government from the wave of retirements we expect over the next several years. 

When it comes to training. IFPTE. and many other labor organizations, have been 
arguing for years that there is a great need to not only properly train rank and file federal 
workers, but there is an equally important need to train management. Here again Senator 
Akaka has shared IFPTE's views. Back in 2009 the Senator authored S. 674, the Federal 
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Supervisor Training Act. This legislation was ultimately embraced by the Office of Personnel 
Management (OPM) when they called on government agencies to adopt many of the supervisctr 
training criteria called for in the bill. Those same recommendations were also approved by 
Congress as a part of the National Defense Authorimlion Act of 2010 and are now being 
implemented by the Department of Defense (DoD). 

Since this is his last hearing IFPTE would be remised if we did not take th is opportunity 
to say a word about the Senator's great leadersliip in ultimately repealing the infamousNational 
Security Personnel System (NSPS). It is an understatement to say that Senator Akaka was the 
loudest and most active critic of NSPS. as evidenced by him being one of only three Senators 
back in 2003 to vote against th is egregious attack on the civilian workers of the DoD. Much to 
his credit, it took Senator Akaka about one second to realize that ideologically driven 
opportunists were stripping federal workers employed at DoD of their rights under the guise of 
‘national security." However, it took us much longer, eight years, to get it repealed, an 
accomplishment that would not have been possible without Senator Akaka ’s leadership. 

That said, it is important to remember a few more things about Chairman Akaka: He is 
the nation's first Senator of native Hawaiian ancestry, a veteran of World War II having served 
in the U.S. Army and a former public school teacher and principle. Senator Akaka has served 
the citizens of Hawaii in Congre.ss since 1976 when he was originally elected to the House of 
Repre.sentatives. The Senator served in the House until 1990. when the voters of Hawaii 
elected him to the Senate, where he has been ever since. 

After such a long and distinguished career serving our nation. IFPTE would like to end 
this statement with this simple, yet heartfelt note to Senator Akaka: Mahalo nui loa. 
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